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Abstract 
Higher education systems throughout the world are experiencing a difficult process of 
change that is impacting significantly on employees. This has meant that university 
academics have to do complex work in an increasingly demanding environment. The 
issue of academic job satisfaction is of growing concern because it has significant quality 
implications for universities. Many research studies of job satisfaction have looked at 
varied applications to the Western context, however, in the Chinese context, it is still 
relatively unclear what accounts for academic job satisfaction. This study can fill a gap in 
the previous job satisfaction literature in China and explores the idea that the influences 
upon this factor are culture related. 
This study investigates job satisfaction among university academics in China, It adopts a 
mixed methods approach which combined qualitative and quantitative data collection and 
analysis techniques. The qualitative data were collected by semi-structured interviews 
with a total of fourteen academics in North University. Specifically, the interviewees were 
asked to consider the factors impact on their job satisfaction. NVivo 7 was used to 
categorize the qualitative data for analysis on the basis of the work related factors. The 
quantitative data were collected by questionnaires. A sample of 204 academics from six 
universities in Northeast China was sampled. The quantitative data were analyzed based 
on the factor analysis of principal components to derive groups of variables. Simple 
percentages, means and t-test were then used for data analysis. 
The findings revealed that academics'job satisfaction has strong relationships with their 
perceptions to a number of factors. Although there were no significant differences with 
respect to personal characteristics relating to overall job satisfaction, age had significant 
influence on job satisfaction with self-esteem and self-efficacy. Work related factors that 
prompted academic job satisfaction related to work groups, work itself and to intrinsic 
factors such as self-esteem, self-efficacy and self-actualisation, while the factors that 
contributed to dissatisfaction were mostly extrinsic factors related to pay and promotion. 
These findings are discussed in the light of motivation theories, higher education changes 
and cultural context. Cultural factors, such as power-concentrated, group-oriented, 
holistic relationships, have significant influences on Chinese academics' perceptions of 
their work. As these effects are particularly relevant to China, not all Western models of 
job satisfaction can be applied to the Chinese context. This thesis concludes that intrinsic 
factors tend to be dominant in Chinese university settings and are more likely to evoke 
university academics' job satisfaction rather than extrinsic ones, academics are satisfied 
with overall levels of job satisfaction, although not with pay and promotion. 
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Chapter I- Introduction and Overview 
CHAPTER 1- Introduction and Overview 
1.1 Introduction 
This study investigates job satisfaction among university academics in China. Job 
satisfaction is concerned with the affective reaction of individuals to their work. Many 
researchers are interested in this topic because they believe that it is an important feature 
in understanding organisations and individuals within them. Within the microcosm of 
higher education, the academics' influence can be profound and consequently it is of 
interest to all concerned that they obtain satisfaction from the work situation. Many 
research investigations of job satisfaction have looked at varied applications to the 
Western context; however, in the Chinese context, it is still relatively unclear how 
academics feel about their work and what accounts for their feelings. Therefore, it is 
important to replicate this research in China to test the generalisability of Western 
organisational theories. This study explores the idea that the influences upon this factor 
are culture related. This thesis will acquire a greater understanding of university 
academics' attitudes to their work and identify the factors that impact on their job 
satisfaction. 
This chapter establishes the background to the study. It starts with a general overview of 
the Chinese education system, then reviews the changes in higher education (HE) and 
pinpoints the implications for university academics. All the specific issues of reform and 
development of Chinese higher education are considered as the affection to job 
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satisfaction of university academics. During this chapter, the research questions are 
identified and the structure of the study is outlined. 
1.2 Background to the Study 
1.2.1 Geographical and Historical Background of China 
The People's Republic of China is located in eastem Asia. It is bounded by the Pacific 
Ocean in the east and occupies an area of 9.6 million square kilometers. According to the 
National Bureau of Statistics in 2006, China's population reached 1.3 billion (excluding 
that of Hong Kong, Macao and Taiwan) or about one fifth of the world population. China 
has a very dense population, with approximately 135 people per square kilometer and 
includes 56 officially recognized ethnic cultures, value systems and languages. The Han 
group dominates the national economy, politics and culture, and the national language is 
Putonghua (the common speech) or Mandarin. China is a multi-religious country. 
Buddhism, Taoism, Islam, Catholicism and Protestantism, and various other religions 
exert different influence on various ethnic groups (BBC, 2007; ChinaToday-com, 2006). 
China's economy was noted as playing a major role in the global economy in 2006 and 
this has increased over time. During the last quarter century, it has changed from a 
centrally planned system that was largely closed to international trade to a more 
market-oriented economy that has a rapidly growing private sector. China's Gross 
Domestic Product (GDP) has increased more than tenfold since 1978 (GDP - per capita 
(PPP) $7,600,2006) with this restructuring of the economy. However, the official 
2 
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registered unemployment rate is still 4.2% in urban areas in 2005 and 130 million people 
are registered as living below international poverty lines. In this case, education arguably 
plays a key role in enhancing the skills and knowledge of the labour force to improve the 
quality of the whole nation and promote the socialist modernisation. The Fifteenth 
National Congress of the Communist Party of China mapped out a plan for implementing 
the strategies for invigorating China through science and education. Therefore, an 
effective education system is seen as essential for the welfare development of society, the 
demand of the socialist modernization and a move to accommodate the needs of the times 
(BBC, 2007; ChinaToday. com, 2006). 
1.2.2 Formal Education System in China 
The education system in China is one of the largest in the world with a total number of 
2273 higher education institutions (HEls) which serves more than 23 million students 
(MoE, 2005). In the past two decades, this large education system has been restructured to 
meet the needs of economic and social development and the requirement of qualified 
human resources. In China, formal education is divided into basic education and higher 
education. This thesis will focus centrally on higher education, but an overview of the 
formal education system may be of interest, which is shown as Table 1.1. 
3 
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Table 1.1: Formal education svstem in China 1 
2 
Primary school Primary school 9 year 
compulsory 
education 
Junior middle school 
Junior middle school 
0 
-- - rT Senior high school 
Specialized 
h l 
Vocational 
h l 
Technical 
h l F2- sc oo sc oo sc oo 
13 2 ll year co ege 
U i it 15 3 year: c:: oj! ýje n vers y 
4 
year college 
17 Hi h d i Masters g er e ucat on 
- -- 2 G 
- 2T Ph. D. 
In the lead up to higher education, students are required to pass through a system of basic 
education which comprises primary and secondary education. Nine years of combined 
primary and junior secondary education is compulsory by law. Senior secondary 
education includes regular senior high school education and specialized / vocational / 
technical secondary education. Graduates from junior middle schools can continue their 
education in an academic senior high school and also can enter a specialized, vocational 
or technical school (EDU, 2004). 
Higher education in China is characterized by a variety of types, which encompass all 
branches of teaching and learning, combining both degree -education and non-degree 
education and integrating college, undergraduate and graduate education. The 
undergraduate level comprises two and three year junior colleges, four-year colleges, and 
universities offering programmes in both academic and vocational subjects. The graduate 
level programmes leading to a masters or Ph. D. degree are offered in many colleges and 
4 
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universities (EDU, 2004). 
1.2.3 Chinese Higher Education Background 
Within this overview of the Chinese formal education system, higher education will be 
paid special attention as this is the context for this research. In the following section, the 
Chinese higher education background will be presented. 
1.2.3.1 National Background 
Since 1978, the Chinese government has shifted its main focus from political revolution 
to economic construction. After a decade of Cultural Revolution in which all educational 
activities ground to a halt, universities reopened in 1977, which marked a historical and 
meaningful event for the whole nation (Mohrman, 2003). In 1979, Premier Deng 
Xiaoping took charge of the Chinese education system recognising that it lagged behind 
the west. He decided to restart university examinations and proposed education reform as 
the first step towards social change in China. Since then, Chinese higher education has 
made great improvement as a basis of the economic development. 
In the 1980s, with continued social changes and the open-up policy (Kang, 2004), 
educational reform and development made significant progress. Education development 
became a principal part of these social changes. China moved towards a market economy 
and many reforms took place in society: higher education was no exception. 
5 
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Moreover, the Chinese government's goal of creating a well-off society in an all-around 
way required both qualitative and quantitative changes to higher education (Mohrman, 
2003). A large number of high-quality workers were also required for the socialist 
economic construction. This is one of the most important factors influencing the 
development of the education system. 
1.2.3.2 International Background 
The implementation of the open-up policy meant China had to change its attitude to 
Western culture from rejection and opposition to study and cooperation (Kang, 2004). 
Premier Deng Xiaoping announced that Chinese education should have three faces: 
facing the world, facing the modernisation and facing the future. In leading this notion, 
the education system got more chances to learn from the Western world. 
This meant that the university system became more global, communicating and 
interacting with Western universities. Arguably no university can develop in isolation. In 
the global environment, Chinese universities had to learn from systems in other nations 
and be aware of their own strengths and weaknesses. This helped them to seek the most 
effective approaches to planning, operation and management. Since 1978, the 
development of education has entered a new era encouraging movement towards studying 
abroad, increasing the numbers of foreign students studying in China and expanding 
academic communication and interaction. 
International communication and cooperation has brought us with beneficial reference, 
impelled education reform and development in China and enhanced the mutual 
understanding andfriendship between China and other countries (Kang, 2004, p, 144). 
6 
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In addition, the increasing internationalisation has also been reflected in higher education 
development in China. With entrance to the World Trade Organisation (WTO), the vibrant 
economy has appealed to an increasing number of foreign investors. In this situation, 
more people are needed to speak foreign languages and understand international business 
and economics. Thus, the development of higher education is necessary. Not only does 
higher education play a significant role in the government's investment in society, but the 
products of higher education - highly qualified people - are essential for continuing 
national development (Mohrman, 2003). 
1.2.3.3 Project 211 
Project 211 was launched in China in the late 1990s aimed at strengthening about 100 
universities and key disciplinary areas as a national priority for the 21 st Century. The 
implementation of Project 211 was an important measure taken by the Chinese 
government in its effort to facilitate the development of higher education in the context of 
the country's advancement in social and economic fields (MoE, 2001b). The objective of 
this programme was to train a high-level professional labor force to adapt to the social 
and economic development and enhance China's overall capacity and international 
competitiveness. 
All the 211 programme universities have received higher levels of funding, support, status 
and recognition from the state, local governments and other higher education institutions. 
The special funds allocated by the central and provincial governments were mainly used 
7 
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to meet the needs of development in the national key disciplinary areas and the public 
service system of higher education, and readjust the infrastructure improvement of a 
small number of universities to upgrade the overall quality. After several years of effort, 
211 programme universities now form the elite of Chinese higher education and provide a 
wider range of programmes and courses, particularly at postgraduate level, construct new 
campuses and upgrade facilities. Most of the 211 programme universities have been seen 
to significantly enhance the quality of teaching, academic research, management and 
administration systems. In addition, a group of key universities and disciplinary areas 
have approached or reached the advanced international level (MoE, 2001c). 
Non 211 programme universities and institutions have arguably had to work harder on 
improving their quality and efficiency of education and have had to compete for more 
funds, support, recognition and facilities. However, the massive supply of students 
competing for the limited places in higher education has helped them easily obtain 
students and get some levels of support from the government and state owned enterprises, 
In recent years, many non 211 programme universities and institutions have been merged 
to develop larger universities which could therefore be more competitive. However, the 
less competent and smaller institutions have needed to make great efforts to enhance their 
quality to survive in the competitive environment, otherwise they are being either 
abolished or forced to amalgamate (Willis, 2000). The implementation of the 211 Project 
forced universities and institutions to improve their standards in overall quality to train 
high-level professional labour forces to meet the demand of the social and economic 
8 
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development. 
1.2.4 Recent Changes in Chinese Higher Education 
Willis (2000) has described the current education system in China as expansive (more 
courses), flexible (increased decentralization), internationalized (cooperation with foreign 
universities), and competitive (competition for students and fees, post graduates and state 
funding and support; state managed university ranking installed). In the last two decades, 
massive changes have been taking place in the higher education system, which can be 
illustrated by the following factors. All the changes have significant implications for 
university academics, which will be presented later in this chapter. 
1.2.4.1 Expansion 
Transition from elite to mass higher education is an international phenomenon. Many 
industrialised countries such as the UK and Australia have experienced rapid 
development in higher education since the Second World War (Pretorius and Xue, 2003). 
In recent years, the Chinese government has been expanding higher education rapidly to 
meet the need of a more highly trained work force for the knowledge society and develop 
the human resources. In 1998, the Ministry of Education developed a Plan for 
Revitalizing Education in the 21" century. One of the most important objectives was to 
enlarge the scale of higher education (MoE, 2001b). It was planned that the gross 
enrollment rate of higher education institutions should have reached 15% by the year 
2010. It is notable that China had already achieved that number eight years ahead of 
9 
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schedule by 2002. As Table 1.2 shows, by 2006, the net enrollment rate of higher 
education had reached 23%. The numbers of students had increased by more than three 
times from 1998 to 2006, perhaps the fastest growth rates in higher education anywhere 
in the world. 
Table 1.2: The Increasing Rate of Hip-her Education Institute Enrolments, 1998-2006 
Year Enrolment number(10,000) Rate of rowth Net enrolment rate 
1998 116 7.5 9.8 
1999 167.8 47 10.5 
2000 220.6 25 12.5 
2001 268.3 17 13.3 
2002 320.5 19.46 15 
2003 381.83 19 17 
2004 447.34 17.05 19 
2005 504.46 12.7 21 
2006 546.05 8.24 23 
Sources: Zhongguojiaoyu shiye tongii nianjian 2000, (Yearbook of China's Educational Statistics) 
(Beij ing: Renrn in j iaoyu chubanshe, 200 1 ); Surveys of the Educational Re rm and Development in China ! fo 
(Ministry of Education, 2001c, 2002,2003,2004a, 2005 and 2006). 
The enlargement of scale however has also resulted in many problems. The rapid 
expansion has made it difficult for universities to sustain quality of provision, such as the 
quality of students and the number of qualified faculty and staff. The limited resources 
have also become a big problem, such as teaching and learning facilities, library resources, 
and students' accommodation. As a result, academics are under increased pressure in 
various aspects of their job. The implication for academics will be dealt with in detail 
later in this chapter. 
1.2.4.2 Decentralization 
As China's economic system has shifted from a centralized to a market model, the central 
government has also abandoned the central planning system in higher education to 
delegate more power to local governments and HEls. In this two-level education 
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provision system, the HEls were given enough flexibility and autonomy to provide 
education according to the perceived needs of the society and to improve the university 
efficiency. The reasons for the decentralization of higher education were: 
)ý- To enable local HEIs to develop programmes more relevant to their local 
situation; 
ý, To change from government funding as the sole input to plural sources of funding; 
To encourage local HEls to be more innovative and creative in the development of 
curriculum and courses; and 
To develop closer links with local industry and businesses to meet their needs in 
the market economy (Jiang, 1995; MoE, 2001b). 
With the management reform of higher education, the relationship between government, 
universities, and society has been gradually smoothed (MoE, 2001b). The role of 
government has transferred from control to guidance and the HEls received more 
autonomy to provide education for society according to the laws. 
1.2.4.3 Marketization 
Marketization of higher education has become the dominant trend all over the world 
(Zhou, 2005). With the adoption of the socialist market economy system, HEIs in China 
are increasingly affected by market forces. It is argued that the emergence of private 
education institutions, partnership with non-government sectors, new market driven 
teaching programmes as well as new funding patterns, clearly suggest that China's 
education has been going through this process of marketization, The university is now 
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affected by students' decisions about where to attend and withdraw and which subject to 
take; employers' decisions about which subjects and programmes to favour and what 
ability to need for employment; and foundations' and entrepreneurs' decisions about 
which institutions and programmes to contribute to (Johnstone, 2002). There are many 
features in this marketized education. 
One is the emergence of private education in China. The introduction of the socialist 
market economy created a favourable environment for the emergence of private education 
(Mok, 1996). The government actively encouraged and supported social organisation and 
individuals to establish private school according to law and regulations. Marketization 
and privatization are closely linked together, and will be discussed in detail in the next 
part. 
Another important feature is that universities established partnerships with 
non-goverr. ument sectors. On one hand, this strategy aimed to solve the supply problem 
with the enlargement of scale in higher education. On the other, in the process of 
marketization, universities sought financial support from outside higher education. More 
and more universities have developed closer links with businesses and industries and 
signed contracts with entrepreneurs for logistics in universities. 
Furthermore, with the entrance to the WTO and increased globalization, universities have 
been required to offer more courses related to English, computer sciences, business and 
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economics to meet the needs of employers. Due to decentralization and the new funding 
patterns for higher education, more courses have been provided for profit purposes. 
Finally, marketization is most apparent in the new funding patterns for higher education. 
The financial situation in universities has changed from a solely government funded 
system to multiple funding channels. University funding has been diversified by the 
opportunity to seek other sources for annual operating funds, such as financial support 
from local government, tuition fees, private companies, joint ventures and grants 
particularly from overseas and commercial activities (Willis, 2000). 
1.2.4.4 Privatization 
Decentralization and marketization have resulted in the emergence of plural ownership 
for higher education in China. This reform was identified by many researchers as 
4privatization' of Chinese education. 
This term describes more of a tendency or direction than an absolute state, and applies 
to the several different dimensions of ownership, mission, source of revenue, extent of 
governmental regulation, and norms of management (Johnstone, 2002, p. 5). 
In the last decade, HEIs were public and funded solely by the central or local government. 
Now, more than one thousand universities are privately owned. In 2003, the Ministry of 
Education issued a document to officially support the establishment of this kind of 
institution (Zhong, 2003). This new type of institution is considered to be an innovative 
mode and effective approach to speed up the development of the higher education sector. 
There are several different kinds of privately owned institution. 
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First, the independent institutions owned and managed by individuals, named as private 
schools and universities. These institutions are not owned by or under the direct control of 
government officials. They are permitted and regulated by the government and run by 
social organisations and individuals with non-public budgets. They are able to establish 
their own curriculum and its underlying principles and have their own management 
system. This new type of institution helps meet the demand of society and contributes to 
the stated national goal of enrollment expansion. 
Second, there are semi private campuses, named as sub-colleges of public universities. 
There is an increasing trend for state universities to develop their own semi private or 
independent institutions or even campus (Willis, 2000). On one hand, these institutions 
behave as an independent teaching unit and have their own management system. On the 
other hand, they are closely linked with the state university system and are named as one 
of its colleges. All the faculty teams are from the state university. This kind of college 
shares the prestige, teaching and administration experiences with the main university 
(Kang, 2004). 
Third are joint venture institutions. The state universities and foreign universities 
cooperate and sign a joint venture agreement and establish a semi private or independent 
campus. The new institution shares the resources and advantages of two universities and 
countries. Nowadays, these joint venture institutions particularly target courses focusing 
on business and management. 
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1.2.4.5 Amalgamations 
In the past, different Chinese universities have had different systems of financial support 
and administration; because of this, their quality control standards have also differed 
(Kang, 2004). 
The main target of the reform was to change the obsolete administration system in 
which universities were owned and run by a variety of central industry ministries, in 
order to establish afiairly decentralized, two-tiered management system. In this system, 
the administrative power could be shared by both central and local authorities (Chen, 
2002, p. 1). 
Another objective of amalgamation is to build Chinese universities into world-class 
institutions. It is concerned with the aim for all top universities to be comprehensive and 
include a wide range of disciplines and be big enough to have large enrollments levels. 
There are two kinds of amalgamation. One is to merge closely located small institutions 
sharing the same or similar disciplines, but administered by different governmental 
departments. This is done to unify the administration system, solve the problem of 
segmentation and increase the effectiveness of the universities. The other is to form many 
larger and stronger universities by merging leading universities with relatively narrow 
disciplines. This is done to advance several universities to the top tier of universities 
worldwide (Chen, 2002). As a result of reform, a number of big and strong universities 
have emerged in the Chinese higher education with comprehensive fields of disciplines. 
However, a number of debates have been raised about this amalgamation: 'How could the 
different universities be really unified as a whole university, and how could such huge 
universities be properly administeredT (Kang, 2004, p. 146). Another criticism is that 
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about 2000 higher education institutions can not meet the needs of a country with 1.3 
billion people, so to reduce the number of institutions is not necessary. Other opponents 
have argued that amalgamation is full of risk and it is pointed out that mergers do not 
always lead to high quality (Chen, 2002). 
1.2.4.6 Curriculum Reforms 
Along with the structural changes in higher education, curriculum renewal has been put 
forward to promote quality-oriented education. In June 1999, the Third National Working 
Meeting on Education was held by the Chinese Communist Party (CCP) and the State 
Council. Concerning the global trend and current situation of Chinese education, it is 
pointed out that the education concepts, institution, structure, teaching and learning 
content and methodology are out of date. It has been argued that the development and 
reform of education need to be sped up in a comprehensive way to improve the quality of 
the whole nation and enhance its innovative capacity (Zhong, 2003). With the guidance of 
this concept, there have been changes to curricula in HEls. 
Universities have tended to offer less specialized, more comprehensive programmes, 
which link the terms of 'broad study', ý qual ity- oriented' and 'broad and cultivated' with 
the concern for students' character. One scholar of higher education described the 
situation as three interlocking trends: 
Morefreedomfor students to choose the curriculum theypreferred; 
Basic subjects (general education) to widen students'knowledge; 
A reduction in the number of creditsfor graduation (Mohrman, 2003, p. 38), 
To ensure the all-round development of students, universities provided a broad range of 
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knowledge from which students can develop their major fields. Universities also 
advocated the integrated model of sciences and humanities in the curriculum which 
required science students to take a number of courses in humanities and social sciences, 
and vice versa (Kang, 2004). Furthermore, several universities permitted students to 
enroll in double majors as well as sub-majors. In this case, the broad knowledge of 
graduates can help them adapt to the requirement of jobs easily. 
In addition, with the globalization and advancement of IT, universities put more weight 
on the teaching of foreign languages and computer sciences. From the implementation of 
the open door policy in 1978, English began to be a subject tested as part of the national 
entrance exams, By the mid 1990s, it became one of three key subjects in the entrance 
exams (Zhong, 2003). Nowadays, universities are concerned to offer more courses taught 
in English and a national project to reform the teaching of English is on the way. It 
proposed to move from an emphasis on grammar to a priority on oral and written 
communication (Mohrman, 2003). 
Moreover, more programmes were developed to train students in practical skills and get 
them involved in research settings much earlier than before. In the process of 
marketization, it is more competitive for graduates to find jobs on their own and practical 
abilities are arguably more welcomed by employers. To meet the needs of society, 
universities strove to provide better experimental facilities and provide more 
opportunities to involve students in research, with the implication of directing them early 
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toward careers. 
1.2.4.7 Pedagogy Innovation 
Traditionally, classroom activities within higher education were generally 
teacher-c entered - The academics presented the knowledge and the students accepted 
passively: they were not actively involved. With the change of society, this kind of 
teaching method was argued to no longer meet the demand of rapid development. The 
university administrators needed to rethink the mode of teaching and learning and there 
was a motivation to develop critical thinking and problem solving skills. Universities 
made efforts to minimize rote learning and create more discussion and seminar classes to 
involve students actively in the learning process. Universities were also seen to put 
emphasis on cognition, research experience, analysis and problem solving skills. 
For some time information technology has been singled out as a major force in HE (Bull 
et al. 1994). There has been a move to reward the preparation and delivery of traditional 
lecture courses being replaced by the more extensive preparation of a flexible or distance 
learning module. Nowadays, most universities have promoted methodological innovation 
by the use of multimedia, up-to-date teaching content, distance learning, more research 
based teaching and increased student activities (Mohrman, 2003). 
1.3 Implications for University Academics 
The effect of change has required academics to be responsive to growing emphases on 
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performance and professional standards, diverse student needs and expectations, high 
pressures on time and workload, a competitive research environment, declining public 
funding, and increased administrative and fiscal accountability (Houston et al., 2006). 
Therefore, it could be argued that not only is the academic workplace changing rapidly, 
but also academics are facing difficulties in managing the pressures of their work. 
1.3.1 Resource Implication of Higher Education Expansion 
As mentioned above (see section 1.2.4.1), in accordance with the development of 
education, the Chinese government made the decision to enlarge the scale of higher 
education at the turn of the century. Owing to this reform, the shortage of qualified faculty 
and staff became a big problem for universities. It has been difficult for universities to 
appoint enough qualified academics in a relatively short space of time. Although some 
universities offered a large number of internet courses, information technology is not the 
solution for all universities. The state goal from the MoE for student/teacher ratios is 
between 13/1 and 1511. 
At Fudan university, the student/faculty ratio is 911, similar to other key universities but 
not bad when compared to provincial or local institutions where the ratio can be as 
high as 4011 (Mohrman, 2003, p. 53). 
The overall ratio of 16.85/1 in 2005 (shown in Table 1.3) is more or less acceptable; 
however, many universities had faculty distribution problems. A number of universities 
had insufficient academics in most popular subjects alongside excess capacity in other 
departments (Mohrman, 2003). In this situation, great pressure has been put upon some 
academics to offer more courses and teach large classes and on others to be dismissed by 
the university. 
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Table 1.3: Student/teacher Ratio of Regular Higher Fducation- 190-7005 
Year 
- 
Number of total staff 
- 
0-0 2 00 0) 
Number of teachers 
(109000) 
Student/teacher 
ratio 1998 102.96 40.72 11.6/1 
1999 106.51 42.57 13.4/1 
2000 111.28 46.28 16.3/1 
2001 121944 53.19 18.22/1 
20 02 130.36 61.84 19.0/1 
2003 145.26 72.47 17.0/1 
2004 161.07 
- 
85.84 17.0/1 i ýý 21 96.58 16.85/1 
Sources: Statistical Information on Educational Development (Ministry of Education, 1998-2005). 
htip: l.,, ii, it, ii,. inoe. goi,, cn, ledoas, l,, i, ebsitel8llevel2. isp. "tablename=1068 
1.3.2 Employment Conditions for University Academics 
In the past., university academics were employed for life, no matter how well they 
performed in their work. In order to be promoted to professor, they had to be evaluated by 
the faculty, and once qualified; they could then be employed as a full professor (Kang, 
2004). With the development of the economy, to improve the overall quality of university 
academics and enhance university effectiveness, a new system of employment based on 
contracts has been adopted to cover the whole university faculty. Periodic evaluation of 
academics' performance was conducted and the conditions of employment for academics 
could be changed according to their achievement in teaching and research. This has meant 
that vacancies in teaching positions could be filled through competitive application. In 
this case,, high university effectiveness and high quality faculties could be achieved by 
dismissing unqualified and diverting redundant staff to other jobs. The channel of new 
academics' recruitment expanded to include graduates from non-academic training 
universities who were qualified to be academics, so as to broaden the structural 
composition of the contingent of academics (MoE, 200 1 b). However, this new 
employment system brought great pressure for university academics. They needed to 
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work hard to improve their work and meet the various kinds of evaluation and 
assessment. 
1.3.3 Pressures for University Academics 
As far as Chinese university academics are concerned, it could be argued that great 
changes may bring significant increase in stress. First of all, with the expansion of 
enrolment in higher education, university academics have been required to teach more 
courses and larger classes. The intensification of workload has resulted in feelings of 
constant weariness due to working long hours and an ambivalence towards the occupation 
(Zhou, 2005). Also it has been hard to find a balance between teaching and research. As 
Romainville (1996) stated, universities are the only organisations focused on dual core 
functions of knowledge creation and knowledge transmission through the process of 
research and teaching. 
In the curriculum reform, academics have also experienced great personal pressure. As 
universities offer more comprehensive programmes and students have more choice in the 
courses they take, the enrollment numbers can indicate popular and effective academics. 
How to attract students to their courses has become a great pressure upon academics since 
the basic funding is tied to enrollments. It is also suggested that an academic with no 
students enrolled might be fired. This kind of stress for academics never existed under the 
prescribed curriculum of the past (Mohrman, 2003). 
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In addition, with the changes in pedagogy, academics have been required to change their 
traditional teaching methods and learn new ways of working. However, the trend of large 
classes diminishes the interaction between academics and students. The opportunity to 
meet the academics is reduced for students in branch campuses, since academics do not 
remain there for informal interaction with students. Great challenges are raised for 
academics with new styles of teaching and learning. In the past, university academics 
received great respect from society. Students were reluctant to ask questions and seldom 
challenged their points of view. The new flexible and student-centered methods bring 
great challenges to academics, since they are required to support students in being more 
creative and innovative (Mohrman, 2003). Further challenges have come from advances 
in information technology. Academics have been encouraged to use different media to 
incorporate PowerPoint and other technologies to move beyond the 'blackboard stage'. 
With limited opportunities for academic training and professional development, they have 
needed to learn this new way of teaching after working hours (Mohrman, 2003). 
Furthermore, with the concept of building world class universities, many have decided to 
catch up with Western universities by enlarging publication in international journals, This 
has brought significant stresses to university academics. In the process of decentralization 
and marketization, universities have needed to respond to societal pressures and market 
forces demanding applied research. Research is needed to meet the requirement of local 
government, business leaders, non-governmental organisations, elementary and secondary 
schools because they provide significant financial support (Mohrman, 2003). Research 
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productivity is also essential for academics' promotion. 
Finally, university academics, as elite knowledge creators, may pursue a sense of 
self-actualisation, but they have to work hard to satisfy the demand of increased 
assessment, administration and accountability (Zhou, 2005). Moreover, academics 
assigned to administrative roles need to take on significant tasks in the department which 
could keep them away from teaching and research. In this case, how can they love their 
job and how can they be creative in work? It could be argued that this in turn generates 
anxiety, stress and guilt for academics in terms of less effectiveness and responsiveness. 
The effect of such declining conditions led to growing concerns over job satisfaction for 
academics in China. 
1.4 Research Purpose and Research Questions 
The purpose of the present study is to acquire a greater understanding of university 
academics' attitudes to their work and to highlight the major factors that contribute to 
their job satisfaction in China. As demonstrated above, higher education changes in China 
have impacted significantly on university academics. This has meant that they have had to 
do complex work in an increasingly demanding environment. The issue of academic job 
satisfaction is of growing concern because it has significant quality implications for 
universities through academics' dissatisfaction, lowered productivity and lowered 
emotional and physical health. Moreover, due to these problems, academics may consider 
resigning if there are alternative employment opportunities to go to or early retirement. 
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Belasco and Alutto (1972) noted that 'it is apparent that if a given educational 
organisation is to sustain itself over time it must be concerned with both the attraction and 
retention of teachers and the faithful performance of their interrelated role activities5 
(p. 54). 
Although much of the research on job satisfaction has looked at varied applications to the 
Western context, in the Chinese context, it is still relatively unclear how academics feel 
about their work and what accounts for this. It is, therefore, important to replicate job 
satisfaction research in China, one of the emerging economies in South East Asia, in order 
to test the generalisability of Western organisational theories. This study can fulfill a gap 
in the previous job satisfaction literature in China. This study explores the idea that the 
influences upon this factor are culture related. All these considerations provide an 
indispensable justification for studies of job satisfaction of university academics in China. 
As a result of this concern, the following question emerges as the focus of this research: 
What factors impact on the job satisfaction of university academics in China? 
The following sub-questions need to be answered in order to answer this main question: 
-ý- Does job satisfaction have significant correlations with personal characteristic 
variables? 
What intrinsic factors affect academic job satisfaction? 
-ý- What extrinsic factors affect academic job satisfaction? 
-ý- What are consequences of academic 
job satisfaction? 
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To what extent can Western models of job satisfaction be applied to the Chinese 
context? 
1.5 Structure of the Study 
Chapter 1 
Introduction and overview 
Chapter 2 
Literature review 
Chapter 3 
Methodology 
Chapter 4 
Results, analysis and discussion 
Part I Part 2 Part 3 
Personal Intrinsic Extrinsic 
characteristics factors factors 
The development of the model 
The interrelationships between 
job satisfaction factors 
Chapter 5 
Conclusion, implication, limitation 
and recommendation 
Figure 1.1: Structure of the thesis 
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The structure of this study is illustrated by Figure 1.1. Chapter I establishes the 
background of the study with a general overview of the Chinese education system and 
implications for academics of recent changes in higher education. Chapter 2 provides a 
review of the empirical literature on job satisfaction of university academics by 
introducing the concept of job satisfaction and examining the various job satisfaction 
theories. A framework is outlined within which to map and locate a systematic approach 
to examine job satisfaction. A recent attempt to explain the factors which seem to account 
for job satisfaction is also introduced in this chapter. Personal characteristics are 
examined associated with job satisfaction, such as gender, age, time in post and education. 
The intrinsic factors originate from within the individual and have psychological value. 
Such factors are essentially self-administered, such as self-esteem, self-efficacy, 
self-actualisation and flexibility and autonomy. Alongside these, extrinsic factors 
originate from outside the individual; they come from one's environment, such as work 
itself, work group, pay, promotion and teaching and research. All these factors act 
together to determine the overall level of job satisfaction. As academic job satisfaction is 
produced, perceived and coped with differently in various social contexts, cultural effects 
are also reviewed. The chapter finishes with a consideration of the consequences of job 
satisfaction in regard to staff turnover and stress. 
Chapter 3 focuses on the methodology issues in this study. A mixed methods approach 
can arguably yield greater information than can be achieved through a single method and 
that is more appropriate for a thorough investigation of job satisfaction. The rationale for 
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the different data collection tools is presented and their use comprises semi-structured 
interview (qualitative) and self-completion questionnaire (quantitative). Triangulation of 
the qualitative and quantitative data can increase the reliability of the research and act as a 
means to achieve more convincing results. 
Correspondent with the structure in Chapter 2, the findings of personal characteristics, 
intrinsic and extrinsic factors associated with job satisfaction are presented and analyzed 
in detail in Chapter 4. In this Chapter discussion is also moved forward by comparing this 
study with previous research studies and considering the possible explanations for the 
results. Then a summary of satisfaction and dissatisfaction factors and a model of 
interrelationships between these factors are offered. Finally, Chapter 5 brings the analysis 
to its conclusion. The implications, limitations and recommendations for policy makers 
and educational researchers are also provided. 
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CHAPTER 2- Literature Review 
2.1 Introduction 
Job satisfaction as an elusive concept has been an issue of concern since Maslow and 
Herzberg's studies in 1950s. The importance of job satisfaction studies has been 
emphasized in almost all fields, and especially in business, industry and within the 
educational field. Massive changes in higher education systems in the 1990s worldwide 
led to rising expressions of concerns of the quality of higher education and job 
satisfaction of university academics. Various studies have identified factors that influence 
academics' job satisfaction, such as interpersonal relationships with colleagues, work 
conditions, workload, supervision, management, pay, promotion, job security, social 
status (Bellamy et al., 2003; Burgess et al., 2003; Chimanikire et al., 2007; Egbule, 2003; 
Evans, 1997a; Houston et al., 2006; Lacy and Sheehan, 1997). Most researchers pay 
attention to academics' attitudes to work and to ways of increasing their job satisfaction, 
because they believe the consequences of job dissatisfaction may be associated with 
increased staff turnover, high levels of claims related to stress - related disability, poor 
performance and low productivity. 
This chapter reviews the empirical literature on job satisfaction of university academics 
by examining the various job satisfaction theories, as well as the different factors which 
are seen to account for job satisfaction. The theories have been developed from simple 
illustrations to more complex evaluations of job satisfaction, which are summarized in 
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Figure 2.1 below. The overall focus of the theories has emphasized the needs, expectancy 
and value of employees. Fulfilling all needs could be achieved by strengthening and 
improving job related factors, which can be classified as intrinsic and extrinsic aspects. 
The intrinsic factors originate from within the individual and have psychological value. 
Such factors are essentially self-administered, such as self-esteem, self-efficacy, 
self-actualisation and flexibility and autonomy. Alongside these, extrinsic factors 
originate from outside the individual; they come from one's enviroment, such as work 
itself, work group, pay and promotion. All these factors come together to determine the 
overall level of job satisfaction. This chapter will explore the main issues arising from 
empirical research of job satisfaction which will then function as a basis for the later 
research. As this study was carried out in the Chinese context, cultural issues are 
important to be taken into consideration. According to Dimmock and Walker (2000a), the 
special ten-n 'context' in educational research is represented by societal culture and its 
mediating influence on theory, policy and practice. Although societal culture is not the 
only mediating influence, theory and policy in educational management are possibly 
context bounded, and culture seems to be an important factor impacting on educational 
research. Accordingly, the next section will address this issue. 
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Figure 2.1 Job satisfaction theories 
2.2 Cultural Context 
International business management and cross-cultural psychology have both 
acknowledged societal culture as an influential factor for more than two decades. 
However, the importance of societal culture in educational management studies has been 
neglected (Dimmock and Walker, 2000a). As a substantial part of theory in educational 
management derives from business management, there are dangers in transferring and 
applying business management theories into educational contexts without taking societal 
culture into consideration (Bottery, 1999). Dimmock and Walker (2000a) stated that both 
conceptually and empirically, societal culture holds the potential to be a powerful 
analytical tool for studying educational leadership, management and policy. 
it is now recognised that the development of educational theory, policy and practice is 
dominated by Anglo-American initiatives (Dimmock and Walker, 2000b). Moreover, 
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most of the management theories being described and tested, such as Maslow's Theory of 
Needs Hierarchy and Herzberg's Two-Factor Theory, are based on the values of Western 
culture: in particular individualistic and power distributed societies (Watkins, 2000). 
However, this does not mean that the theory, policy and practice formulated from 
Western cultures, such as America, are inappropriate for other cultures, such as China. 
Therefore, it is necessary to find out through research what theories are appropriate to the 
Chinese culture. 
In enabling researchers to develop more culture-related studies, there is a need to 
understand what culture is. Barnouw (1963) defined culture as 
A way of life of'a group ofpeople, the configuration of all the more or less stereotyped 
patterns of learned behaviour, which are handed down from one generation to the next 
through the means of language and imitation (p. 6). 
Hofstede (1991) offered one of the most comprehensive and generally accepted culture 
definitions: 
Patterns of thinking, feeling and acting underpinning the collective programming of the 
mind which distinguished the members of one human group ftom another ... 
Culture, in 
this sense, includes systems of values; and values are among the building blocks of 
culture (pp. 4-5). 
Dimmock and Walker (2000b) agreed with Hofstede and proposed culture as 'the values, 
customs, traditions and ways of living which distinguish one group of people from 
another' (p. 308). This definition is appropriate to this research as it delineates the 
meaning of culture in the educational management context. 
2.2.1 Cultural Dimensions 
In line with understanding the meaning of culture, it is also important to identify generic 
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cultural dimensions as a way of describing, measuring and comparing cultures (Dimmock 
and Walker, 1998). Dimmock and Walker (2000b) defined cultural dimensions as 'core 
axes around which significant sets of values, beliefs and practices cluster' (p. 308). In this 
respect, many researchers have offered useful sets of dimensions through empirical study. 
The best known work among these was conducted by Hofstede (1991). He collected data 
on employees' and managers' attitudes and values from different countries who worked 
for a multinational corporation (IBM). These data enabled him to identify five dimensions 
of culture, which captured the nature of cultural difference in work related values among 
people of 53 nations around the world. Briefly, Hofstede's (1991) five dimensions are as 
follows: 
ýý Power distance (PD): focuses on how a society deals with the fact that people are 
unequal in power distribution. According to Hofstede, high power distance cultures 
are found in countries where inequities of power are more accepted and there is 
considerable dependence of subordinates on leaders. Low power distance cultures are 
found in societies that try to play down such inequalities as much as possible and 
there is limited dependence of subordinates on leaders. 
Individualism versus collectivism (IC): focuses on whether individual or collective 
action is the preferred approach to deal with issues. In individualistic society, the ties 
between individuals are loose and individual achievement and freedom are highly 
valued. In societies where collectivism is emphasized, the ties between individuals 
are tight. In such societies, people value the goals of their own group more than 
individual achievement. 
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Uncertainty avoidance (U4): describes the degree to which different societies and 
cultures develop ways to deal with the anxiety and stress of uncertainty. In high UA 
cultures, people place a premium on job security, retirement benefits and so on. They 
also have a strong need for rules, order and structure to reduce risk and uncertainty. 
Low UA societies are characterized by a greater readiness to take risks and fewer 
rules to regulate the society. 
Masculinity versus femininity (MF): refers to the degree to which cultures foster or 
maintain differences between the genders in work related values. In a masculinity 
dominated culture, sex roles are greatly differentiated and traditional masculine 
values, such as achievement and exercise of power, dominate culture ideals, In 
femininity culture, gender differences are less sharply distinguished in work related 
values. 
Confucian Dynamism (CD): Hofstede studied employees' work related values in 
Asian countries and identified this cultural dimension, This embodies short-term 
versus long-term orientation which they adapt from a Confucian idea of virtue versus 
truth. In societies with long-term orientation, planning can be expected to have a 
longer time horizon. 
Despite the usefulness of Hofstede's cultural dimension, it has been criticized (Trice and 
Beyer, 1993). First, his research could be accused of being culturally bounded. The data 
were collected among the IBM employees in America and the analysis may be shaped by 
cultural biases and concerns. Second, Hofstede assumed that there was a one-to-one 
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correspondence between culture and society, but some societies have more than one 
culture. Third, the range of four or five values used may be narrow. Furthermore, it has to 
be considered the extent to which this study has dated. Cultures change over time and 
societies are changing into multicultural communities. Hofstede's work should not be 
accepted without question; meanwhile, it should not be dismissed entirely either. It was 
regarded as an impetus to viewing and understanding cultures using a dimensional 
approach. Moreover, the findings of his study have served as the foundation for much of 
the work that has been carried out since on culture and organisations (Matsumoto, 2000). 
Other researchers have found strong evidence that differences in culture affect values and 
practices in the workplace, and Hofstede's findings have been developed using more 
diverse samples of individuals in different settings. For example, Trompenaars (1993) 
studied business employees in 50 countries and suggested an alternative set of societal 
cultural dimensions. The seven dimensions he identified are as follows: universalism 
versus particularism; individualism versus collectivism; neutral versus emotional; specific 
versus diffuse; achievement versus ascription; attitudes to time; and attitudes to the 
environment. 
In connection with societal cultural dimensions and associated theoretical conceptions, 
Dimmock and Walker (2000b, 2000c) developed their own cross-culture framework 
based on a synthesis of other models (Hofstede, 1991; Trompenaars and Hampden-Turner, 
1997; Walker and Dimmock, 1999). Researches by Hofstede (1991) and Dimmock and 
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Walker (2000b, 2000c) represent prominent characteristic values underpinning societies. 
As Hofstede's dimensions were directly tested in the Chinese culture and Dimmock and 
Walker's dimensions shed light on the cultural consideration in the educational field, the 
comparison of their cultural dimensions (shown in Table 2.1) could help to achieve better 
understandings of their relationships which provided a base for application in the Chinese 
context. 
Table 2.1: Comparison of Hofstede's and Dimmock & Walker's cultural dimensions 
Hofstede's cultural dimensions Dimmock & Walker's cultural dimensions 
Power distance (PD) Power-distributed/power-concentrated 
Individualism versus collectivism (IC) Group-oriented/self-oriented 
Masculinity versus femininity (MF) Consideration/aggression 
Uncertainty avoidance (UA) Proactivism/fatalism 
Confucian Dynamism (CD) Generative/replicative 
Limited relationship/holistic relationship 
Dimmock and Walker applied the development of cultural dimensions to schools and 
educational management and administration research. At this point, it is useful to relate 
these cultural aspects to the current study. Dimmock and Walker's (2000b, 2000c) six 
dimensions are as follows: 
ýý Power-distributedlpower-concentrated: is built on Hofstede's power-distance 
dimension which concerns the power distribution within a culture. Power is either 
distributed more equally among the various levels of a society or is more 
concentrated. In power-distributed culture, inequities of power distribution are 
regarded as undesirable and employees prefer decentralization and institutionalized 
democracy. In the power-concentrated culture, inequities of power are often accepted 
and employees prefer strong leadership. 
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Gi-oup-oriented, "seýf-oriented: corresponds with Hofstede's individualism 
collectivism category and Trompenaars and Hampden-Turner's individualism 
communitarianism dimension. This dimension focuses on whether self or group 
action is the preferred approach to deal with issues. In self-oriented culture, the ties 
between individuals are loose and relations tend to be based on self-interest. People 
value individual more than group achievement. In group-oriented culture, the ties 
between individuals are tight and relations are firmly structured. Collective actions 
including group goals, harmony, face-saving tend to be valued more. 
)ý, Considerationlaggression: is modeled on Hofstede's masculinity/femininity 
dimension. In aggression culture, achievement and the effective exercise of power are 
stress and competitiveness, assertiveness, materialism dominate the culture ideals. In 
such culture, school norms emphasize on the best students and academic achievement, 
failure at school is regarded as serious. In consideration culture, people show high 
interpersonal consideration, and conflicts are solved by compromise and negotiation. 
School norms are set by the average students and failure at school is seen as 
unfortunate. 
I 
, #ý Proactivism1fatalism: is built on Hofstede's uncertainty avoidance dimension and 
Trompenaars and Hampden-Turner's attitude to environment category. This 
dimension reflects how different societies and cultures react to and manage 
uncertainty and change. In proactive culture, people are ready to take risks and 
believe that they have a certain kind of control over situations and over change. They 
are tolerant of different opinions and are not stressed by the uncertainties. By contrast, 
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in fatalistic culture, people tend to accept the things as they are. They place a 
premium on job security, retirement benefits and so on. Uncertainty is often seen as 
psychologically uncomfortable and disruptive, and people have a strong need for 
rules, order and structure to limit risk and uncertainty. 
)0- Generativelreplicative: addresses the fact that some cultures are more inclined to 
creation, or the generation of new ideas and methods, while other cultures are more 
likely to replicate and adopt the existing ideas and methods. In generative culture, the 
generation of new ideas, knowledge and approaches is valued. People tend to develop 
their own ways of thinking. In replicative culture, people tend to adopt the existing 
ideas and approaches developed elsewhere with little doubt of the alignment to their 
cultural context. 
Limited relationshiplholistic relationship: draws on Trompenaars and 
Hampden-Turner's specific versus diffuse category. This dimension focuses on the 
assumption that some cultures limit interpersonal relationships by fixed rules, while 
other cultures support holistic relationships by interaction and personal consideration. 
In limited relationship culture, objective criteria are applied equally to everyone and 
interaction and relationships tend to be determined by rules and regulations. By 
contrast, in holistic culture, interpersonal relationships are valued more than formal 
rules and regulations. People pay great attention to association and personal 
consideration. 
In line with conducting cultural studies in educational management and leadership, 
Dimmock and Walker (2000c) also discussed the bounded challenges and limitations of 
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the approach. The first consideration is the concept of culture. With the various economic, 
political and demographic influences in different societies, culture may generate multiple 
definitions and ambiguities. Another challenge is the dynamic nature of many societal 
cultures. Cultural studies in educational management need to keep pace with educational 
changes worldwide. A further challenge is the development of a methodology to advance 
empirical study in cultural researches in educational management and leadership. There is 
need for both quantitative and qualitative methods. In addition, the researchers need to 
pay attention to the cultural boundaries. The existing models and theories may not give 
universal explanations across different cultural areas. 
2.2.2 Cultural Analysis in the Chinese Context 
The cultural dimensions outlined above illustrate salient work related values and attitudes 
around the world. Hofstede (1991) measured each of his cultural dimensions by 
calculating a score indicating its level of strength; scores range from zero, as the lowest, 
to 100 as the highest. Table 2.2 lists the scores on all five dimensions for Mainland China 
and Hong Kong. As there were no original dimension scores in Hofstede's study for 
Mainland China, some of the values in the table have been estimated based on imperfect 
replications or their personal impressions (Porter et al., 2003). Despite the possible 
influence of some different cultures, Hong Kong remains first and foremost a Chinese 
society, and imbued with traditional Chinese culture, with 98% of the population being 
ethnic Chinese (Bond, 1991; Westwood & Kirkbride, 1998). Thus, cultural dimension 
scores for Hong Kong are also presented here. 
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Table 2.2: Cultural dimensions scores for Mainland China and Hong Kong (Adapted from 
Porter et al., 2003, p. 354) 
PD IC UA MF CD 
Mainland China 80* High 20* Low 60* Medium 50* Medium 118 High 
Hong Kong 68 High 25 Low 29 Low 57 High 96 High 
* estimated 
PD: Power distance; IC: Individualism versus collectivism; UA: Uncertainty avoidance; MF: Masculinity 
versus femininity; CD: Confucian Dynamism 
Hofstede (1991) reported that China had a high score on PD (scored 80 out of 100). This 
finding suggested that the culture in China maintained strong status differences. In terms 
of Dimmock and Walker's (2000b, 2000c) framework, leadership in China illustrates well 
the power-concentrated nature of society. In Chinese society, inequalities are accepted as 
natural, and respect and power are attributed to seniority and hierarchy. In schools, this 
means that leaders are respected by their superior position rather than by job competence. 
Similarly, older teachers are respected because of their age, regardless of their position 
(Dimmock and Walker, 2000d). School leaders tend to prevail over the school level 
decisions and managerial tasks, while teachers' participation is uncommon and they tend 
to comply with leaders in the interests of harmony (Dimmock and Walker, 2000d). As 
Redding and Wong (1986) argued, the Chinese are trained to be obedient to superiors 
from childhood and agree with their instruction without challenge to maintain a 
harmonious environment. 
Another cultural feature distinguished in Chinese society is that it is more collectivist than 
individualist (Cheng, 1998). As Westwood and Kirkbride (1998) state: 
The significant point of reference for (Chinese) people is the collectivity rather than the 
individual seýf and the interests of the collective supersede those of the individual. A 
sense of identity is achieved via membership of and reference 
to the group rather than 
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seýf-reference (p. 567). 
Hofstede (1991) supported this perspective and scored China as 20 out of 100 with 
respect to indi v idualism1co Ile ctivism. In Dimmock and Walker's concept, Chinese 
principals are more group-oriented than self-oriented. In Chinese society, education is 
seen as a means by which students can adapt to the expectations of the community 
(Dimmock and Walker, 2002). The role of the school and the principal are based upon 
developing and ensuring harmony among teachers and students and enforcing common, 
standard approaches to management, organisation, curriculum and instruction. 
In collectivist Chinese culture, good relationships and interpersonal and organisational 
harmony prevail. In other words, relationships, harmony, and face-saving tend to be 
valued over tasks. Principals are more likely to put relationships before task achievement 
and to make promotion on the basis of a combination of contacts, relationships and 
performance (Dimmock and Walker, 2002). Dimmock and Walker classified such 
principals as engaging in holistic relationships. In Chinese culture, relationships are 
governed by guanxi. According to Westwood (1992), guanxi refers to 'the status and 
intensity of an ongoing relationship between two parties' (p. 5 1). Within relationships, the 
Chinese are often socialized to mask their true emotions in personal interactions, often by 
nodding and smiling. 
Such relationships in Chinese society are underpinned by The Confucian Doctrine of the 
Mean, which defines the individual in relational terms and pushes the individual to 
control personal emotions, and to avoid confusion, competition, and conflict (Westwood 
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and Kirkbride 1998). According to Bond (1991), the disturbance of relationships and 
harmony through conflict can cause lasting enmity in Chinese society. As a result, the 
Chinese are inclined to avoid face-to-face confrontation and assertiveness. This feature is 
classified according to Dimmock and Walker's framework as consideration. In the school 
context, Chinese teachers tend to comply with the leaders and often accept their 
instructions without challenge. Leaders tend to avoid situations which risk conflict and to 
exercise power in an authoritarian or autocratic manner. 
Conflict avoidance and the requirement for harmonious relationship tend to limit the 
creativity of the group. Leaders and administrators may preserve decisions and policies 
without any challenge. Even if teachers disagree with them, they may first agree with 
what leaders said and usually express their different ideas in an indirect and private way 
(Dimmock and Walker, 2000d). Dimmock and Walker classify such culture as replicative. 
Hofstede (1991) suggests that cultures differ in their approach to change. Some societies 
are likely to be more creative and innovative, while others tend to be more replicative. In 
Chinese society, people may be unwilling to take risks and changes and they are stressed 
by uncertainties. The Chinese tend to accept things as the way they are and are meant to 
be. In this fatalistic view, principals are inclined to place a premium on established 
philosophies, responsibilities and power relationships to provide staff with security and 
benefits, while accepting and implementing change, whether they agree with it or not 
(Hallinger et al., 1999). 
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In summary, the cultural dimensions outlined above suggest that power-concentrated, 
group-oriented and holistic relationships play a dominant role in Chinese society. 
Westwood and Kirkbride (1998) provide a concise summary of the cultural context in 
China: 
Chinese organisations are configured by a legitimized hierarchy based upon status 
overlaid with a system of reciprocal personal relationships and rituals. It is the tacit 
(Confucian) social ethic and the prescribed set of relationships that orders and 
controls the system, not an abstract and impersonal rule system-as in the Western 
bureancratic model. Acceptance of, and compliance to, this form of structure and 
governance has been deeply rooted in Chinese organisation andpersists down to the 
present day (p. 568). 
These cultural factors in China may affect academics' perceptions of job satisfaction. For 
example, in cultures that are high in power distance and high in collectivism, academics 
may work effectively by following the rules and getting support from colleagues. It could 
be argued that there are differences in job satisfaction and in patterns of satisfaction 
factors across countries, which could be caused by different cultural experiences and the 
strength of different needs. As Markus and Kitayarna (199 1) argued in the psychological 
literature, the perception of interdependence was more appropriate for most people from 
non-Western cultures and this has implications for basic psychological processes such as 
cognition, motivation, and emotion. Therefore, Chinese cultural dimensions may have an 
effect on the importance of the factors related to job satisfaction and will help to better 
understand academics' work related attitudes in this study. 
2.3 Definitions of Job Satisfaction 
When researching job satisfaction, the first consideration is the definition. In the past two 
decades, different researchers have proposed different definitions of job satisfaction 
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according to their own perceptions, knowledge and experiences in studying this subject. 
As yet, there has not been an agreed one; researchers tend to use their own definition 
related to factors in a particular context. However, most definitions are closely related. 
The core of them is the state when an individual has positive emotional reactions to a 
particular job. Vroom (1964) proposed a basic or simple definition; he used the terms 'job 
satisfaction' and 'job attitude' to refer to the '... effective orientation on the part of the 
individual towards work roles which they are presently occupying' (p. 14). Blum and 
Naylor (1968) perceived job satisfaction as the general attitude which reflects specific job 
factors, individual characteristics, and group relationships outside the job. This definition 
is more sophisticated than Vroom's because it shows some source of satisfaction and 
dissatisfaction. 
One of the most popular definitions was proposed by Locke (1969) who defined job 
satisfaction as 
The pleasurable emotional state resulting from the appraisal of one's job or job 
experiences as achieving orfacilitating the achievement of one'Sjob values (p. 316). 
A similar orientation was shown by Armstrong (1996) when he defined job satisfaction as 
the attitudes and feelings people have about their job. Positive and favourable attitudes 
towards the job indicate job satisfaction, and negative and unfavourable attitudes towards 
the job indicate job dissatisfaction. Spector (1997) stated that job satisfaction was simply 
how people feel about jobs and different aspects of their jobs which were related to like 
(satisfaction) or dislike (dissatisfaction). 
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Relative to academic job satisfaction, there is no general accepted definition; however, 
Zembylas and Papanastasiou (2004) explored teacher job satisfaction in schools. Their 
definition focuses upon a teacher's affective relationship to his or her teaching role and 
the impact of the perceived relationship between what one expects from teaching and 
what one actually gets from teaching. Zigarreli (1996) referred it as a single, general 
measure that is a statistically significant predictor of effective schools. Evans (1997b) 
addressed the conceptual problems associated with the study of job satisfaction in 
education and identified the ambiguity of the meaning of job satisfaction which emanate 
from the lack of distinction between 'satisfactory' and 'satisfying'. She suggested 
re-examining Herzberg's (1968) Two-Factor Theory and reconceptuali sing job 
satisfaction as two clear distinct terms: job comfort and job fulfillment. The former relates 
to the extent to which a person feels comfortable in his or her job. The latter refers to a 
sense of personal achievement based on self-assessment of one's job related performance. 
She argues that both job comfort and job fulfillment are components of job satisfaction, 
which can be interpreted as 'a state of mind encompassing all the feelings determined by 
the extent to which the individual perceives his or her job-related needs are being met' 
(Evans 1998, p. 4). In the overview of the definitions above, the researcher finds Locke's 
(1969) view most appropriate for this study, and therefore uses the following definition: 
academic job satisfaction in this study is an academic's attitudes and feelings to his 
or her job resulting from their perceptions of job values and job expectation. In other 
words, people feel great satisfaction when they perceive that the job they do is valuable 
and when differences between how much they desire and how much they receive are 
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small. 
2.4 Job Satisfaction Related Theories 
Since various definitions of job satisfaction can be derived from different theories, there 
is a need to examine underpinning theories when researching this topic, Studies in job 
satisfaction have developed from simple illustration of needs theories to more complex 
evaluation and investigation to determine the cause and effect of job satisfaction. 
2.4.1 Need Theories of Motivation 
It is widely accepted that job satisfaction can not be separated from needs theories of 
motivation, and motivation theories laid the foundation for job satisfaction theories. 
According to Schaffer (1953), job satisfaction was one of individuals' needs fulfillment: 
Overall job satisfaction will vary directly with the extent to which those needs of an 
individual which can be satisfied in ajob are actually satisfied; the stronger the need, 
the more closely willjob satisfaction depend on itsfulfillment (p. 3). 
The basic principle of needs theories is that people will be motivated to behave in a 
certain manner when their needs are satisfied. Two of the most famous needs theories are 
Maslow's Hierarchy Needs Theory and Herzberg's Two-Factor Theory. 
Maslow (1954) distinguished between lower-order and higher-order needs and identified 
that every person has a certain set of needs. The physiological, safety/security, belonging 
and love needs are described as lower-order needs and achievement and esteem, and 
self-actualisation needs as higher order needs. The differentiation between the two orders 
is made on the basis that higher order needs are satisfied internally but lower order needs 
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are satisfied externally. These needs are hierarchical in nature, in the sense that, in order 
for the higher level needs to be met, the lower level needs must first be met. In other 
words, if one need is satisfied, then another emerges. The hierarchy is shown below. 
NEEDS 
Physiology 
Job 
title 
Friends 
at work 
Pension 
plan 
Base 
salary 
Figure 2.2: Maslow's Hierarchy of Needs Theory (Adapted from Maslow 1943, pp. 
370-396) 
Despite its central position in the literature, Maslow's theory has received little or no 
empirical support (Salancik and Pfeffer, 1977). In a review of thirteen studies, Wahba and 
Bridwell (1976) concluded that the concept of a hierarchy was only partially supported. 
The conftision between needs and values in Maslow's theory was also criticized by Locke 
(1976) when he stated that the hierarchy may differ with each individual, and that a given 
hierarchy and an individual's actual needs may not correspond. Benton and Halloran 
(1991) stated that this hierarchy of needs is convenient, but it is also misleading because 
one does not need full satisfaction of a lower-order need before the next need makes itself 
felt. In line with research into and the application of this theory, Berry (1998) stated that 
although this theory has received little support, especially related to the needs-hierarchy, 
General Examples 
Achievement 
Status 
Friendship 
Organizational Examples 
Self- Challenging 
actualization job 
Esteem 
Belongingness 
Security 
I ----- --- ------- 
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historically, it is important because it gives managers ideas of practical approaches to 
motivation and how to meet employees' needs. It is a suitable frame work for looking at 
the different needs and expectations that people have, and the different motivators that 
might be applied to people at different levels (Mullins, 1996). 
Similar to Maslow, Herzberg (1968) expressed his theory of motivation in terms of 
satisfaction. Herzberg's Two-Factor Theory was developed from research findings in 
particular work contexts. He argued that factors that influence job satisfaction (e. g. 
motivators) are separate and distinct from those that influence job dissatisfaction (e. g. 
hygiene). In general, motivators are intrinsic sources relating to the content of job: 
achievement, recognition, work itself, responsibility and advancement. He argued that: 
The satisfier factors are named the motivators, since otherfindings of the study suggest 
that they are effective in motivating the individual to superior performance and effort (p. 
73). 
On the other hand, hygiene factors are extrinsic sources relating to the context of the job: 
company policy and administration, supervision, salary, interpersonal relations and 
working conditions. These factors may create job dissatisfaction. In addition, he stated 
that job satisfaction and dissatisfaction are not opposites of each other. He postulated that 
the opposite of job satisfaction is not job dissatisfaction but, rather no job satisfaction; 
and similarly, the opposite of job dissatisfaction is not job satisfaction but, no job 
dissatisfaction; which in fact means a feeling of indifference. Figure 2.3 depicts 
Herzberg's Two-Factor Theory and factors affecting job satisfaction. 
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Figure 2.3: Herzberg's Two-Factor Theory (Adapted from Carrell et al. 1999, p. 108) 
Herzberg's Two-Factor Theory can be related roughly to Maslow's Hierarchy Theory (see 
Table 2.3). Bockman (1971) argued that there is some similarity between these two 
theories. Both of them suggest that needs have to be satisfied for the employees to be 
motivated. Luthans (2005) compared Herzberg's theory with Maslow's and concluded 
that the hygiene and motivation factors are similar but not identical to Maslow's 
lower-level and higher-level needs. The hygiene factors do not motivate, only the 
motivators can lead to motivation. Sergiovanni (1968) also drew the link between two 
theories and supported the personal needs fulfillment interpretation. 
Table 2.3: Linking Maslow's and Herzberg's theories of motivation 
Maslow's Hierarchy of Needs Herzberg's Two-Factor Theory 
Physiological 
Safety Lower-order needs 
Hygiene factors 
E 
Love 
xtrinsic) ( 
Esteem 
d Hi h d 
Motivators 
Self-actualisation 
er nee s g er-or (Intrinsic) 
Herzberg's theory is a source of frequent debate. Many studies testing it have produced 
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different conclusions. Vroom (1964) argued that the theory was only one conclusion that 
could be drawn from the research. House and Wigder (1967) drew attention to the 
influence of individual differences: a factor which caused job satisfaction for one person 
may cause dissatisfaction for another, They concluded that the theory is over-simplified. 
In addition, Herzberg's research was conducted among supervisors and middle 
management, therefore its applicability to other areas of work or to workers of a different 
culture, is questionable (Fraser, 1989). Despite theoretical criticisms proposed against 
Herzberg's theory, it can be considered to be important as it was one of the first attempts 
to draw the distinction between intrinsic and extrinsic motivation (Salancik and Pfeffer, 
1977). It still remains popular as a theory of motivation and has become widely known 
among managers and has inspired a number of successful change projects involving the 
redesign of work (Hackman, 1980). 
2.4.2 Equity Theory of Motivation 
Equity theory states that people are not only motivated when their needs are met but they 
also want their reward system to be fair. In other words, job satisfaction is determined by 
the degree of equity or inequity they perceive they have in their work situation (Luthans, 
2005). Adams' (1965) Equity Theory is one of the most popular explanations of human 
behaviour in work organisations, which assumes that people always compare what they 
do to what they get or what they get to what others get or what they give to what they 
receive. 
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Three key factors used in explaining and understanding motivation in equity theory are: 
inputs, outcomes and referents (Adams, 1965). Inputs are what a person brings to the job 
such as age, education, intelligence and skills. Outcomes are things that the person 
perceives to be received as a result of work. They may be positive factors such as pay, 
rewards and recognition, or negative such as poor working conditions and pressure from 
management. Referent is the focus of comparison for a person, either other individuals or 
other groups. According to Adams, people are motivated to maintain fair relationships 
between inputs and outcomes. He said that inequity exists for a person whenever he 
perceives that the ratio of his outcomes to inputs and the ratio of other's outcomes to 
other's inputs are not equal. Equity theory oversimplifies the motivational issues by not 
explicitly considering individual needs, values, or personalities (Gordon, 1996). This 
oversimplification becomes extremely important where they are cross cultural differences 
and more diversified work force. 
Some studies have shown that reactions to salary increases are influenced by the 
employees' perceptions of the fairness of the increases. If the employees perceive that 
they are allocated a fair pay increase, they would be more satisfied than if they perceive 
the increase to be allocated unfairly. Job satisfaction is influenced more by the perceived 
fairness of the procedures used to allocate pay increases than by the actual amount of the 
pay increase received (Hellriegel et al., 1998). 
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2.4.3 Expectancy Theories of Motivation 
With the further exploration of job related theory, it is easy to find two main expectancy 
theories behind motivation: Vroom's Expectancy Theory (1964) and Porter and Lawler's 
Expectancy Theory (1968). 
Though expectancy theory has its critics, it has generally developed results that 
indicate it is currently the clearest and most accurate explanation of individual 
motivation (Robbins, 1983, p. 152). 
Vroom's (1964) Expectancy Theory is predicated on 'a view of behaviour as subjectively 
rational and as directed toward the attainment of desired outcomes and away from 
aversive outcomes' (p. 276). This theory is built on the notion of individuals' choices of 
the type of behaviour which brings them a higher reward of satisfaction or the lowest 
negative outcome (or avoidance) of dissatisfaction. It provided a way to estimate how 
much effort an individual would put into performing a task. To do this, Vroom proposed a 
formula for calculating a person's motivational forces: 
Motivation Force Expectancy X Instrumentality X Valence 
Vroom contended that an individual's choice of the type of behaviour results from 
consideration of both preference for a particular activity and its expected outcome. 
Valence and expectancy are combined together in a process called "multiplicatively" in 
order to produce the expected effort. In summary, Vroom's Expectancy Theory can be 
depicted as Figure 2.4: 
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Figure 2.4: Vroom's Expectancy Theory (Adapted from Mullins 2007, p. 267) 
Porter and Lawler (1968) extended and refined Vroom's theory and introduced a new 
model which is depicted in Figure 2.5. In this model, if the rewards can satisfy an 
individual's needs,, they can be regarded as the valuable rewards, then the individual will 
aim for a higher level of perfon-nance. If the individual perceives that the increased effort 
will lead to a reward, the individual will further increase his effort. They also focus on the 
expectation: 'Overall job satisfaction is determined by the difference between all those 
things a person feels he should receive from his job and all those things he actually does 
receive' (Evans, 1998, p. 5). In their studies, they differentiate the outcomes by classifying 
them into intrinsic and extrinsic rewards. They consider the first as self-administered and 
immediately satisfying. Extrinsic rewards are said to be administered by others, and they 
provide the means of satisfaction. 
52 
Chapter 2- Literature Review 
----------------- 
V 
------------------------------------- ------------------- ------------ 
Value 
Intrinsic Perceived Of Abilities Rewards Equitable Reward And Rewards 
L Traits 
EFFORT PERFORMANCE (ACCOMPLISHMENT) 
Role 
Perceived Perception 
Effort-Reward Extrinsic 
Probability 
--------------- --- W ---------------------------------- 
Rewards 
--- 
Figure 2.5: Porter and Lawler's Expectancy Theory (Adapted from Porter and Lawler 1968, 
p. 165) 
Porter and Lawler used the Discrepancy Hypothesis (Locke 1976) and Adams' (1965) 
Theory of Motivation and predicted individual's satisfaction with different aspects or 
facets of the job. They found that the level of job satisfaction is determined by 
comparisons between expectations of what should be received and perceptions of what 
should be expected. It is when the amount received is the same as the amount expected 
that leads to satisfaction with the job. Conversely, dissatisfaction occurs when we get less 
than we hope. Considering the important position of Porter and Lawler's Expectancy 
Theory related to job satisfaction, it is useful to have a view of the relevant concepts 
(Mullins, 2007; Porter and Lawler, 1968): 
Value of reward: describes the various outcomes (rewards) which people hope to 
achieve from work. The value of reward depends on the situation and context of the 
individual. 'The feedback loop fonned from 'satisfaction' to 'value of rewards' 
suggests that rewards acquire valence as their ability to satisfy' (Landy, 1989, p. 383). 
Perceived effort-reward probability: refers to a person's expectation that rewards 
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depend on a given amount of effort. The feedback loop formed from the 
performance-rewards linkages to the perceived effort-reward probability suggests that 
an individual's future efforts will be influenced by his experiences. 
); o, Effort: refers to the amount of energy a person exerts on a given activity, The amount 
of energy exerted depends upon the interaction of the value of rewards and the 
perceived effort-reward probability. 
)ýý Abilities and traits: effort does not lead directly to performance but is influenced by 
individual characteristics. Personality traits, intelligence, skills, knowledge and 
training were mentioned as examples of abilities and traits. 
)ý- Role perceptions: refers to the way in which an individual views their work and the 
role they perform. This influences the type of effort exerted. 
);; ý Performance: is defined as 'a person's accomplishment on tasks that comprise his or 
her job. In other words, performance is accomplished by the result of effort' (Porter 
and Lawler, 1968, p. 26). Perfon-nance depends not only on the amount of effort 
exerted but also on the influences of both a person's abilities and traits, and the role 
perceptions. 
)ý- Rewards: are desirable outcomes. Rewards should be positively valued by the 
individual and can be intrinsic or extrinsic. Intrinsic rewards are derived from the 
individuals themselves and include a feeling of accomplishment and recognition (for 
example Herzberg's motivators). Extrinsic rewards derive from the organisation and 
the actions of others and include working condition and pay (for example Herzberg's 
hygiene factors). According to Porter and Lawler (1968), 'rewards are desirable 
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states of affairs that a person receives from either his own thinking or the action of 
others' (p. 29). The relationship between performance and intrinsic rewards is dashed 
line, because the extent of relationship depends on the nature of job. When the job 
design involves the variety and challenge, there is direct relationship between 
performance and intrinsic rewards, and vice versa. 
)ý- Perceived equitable rewards: is defined by Porter and Lawler (1968, p. 30) as 'the 
amount of rewards that a person feels is fair, given his performance on the tasks he 
has been asked to undertake by the organisation'. 
Satisfaction: Satisfaction is the pleasurable attitude and the emotional state when 
rewards actually received meet or exceed the perceived equitable level of rewards. If 
percei,,, ed equitable rewards are greater than actual rewards received, the person 
experiences dissatisfaction. This concept is measured by the perceived equitable level 
of rewards and level of rewards actually received. 
Exploration of The Expectancy Theories of Vroom and Porter and Lawler means that we 
can see the use of slightly different terms; however, both theories comprise three basic 
components: expectancy, instrumentality and valence. In addition to the three similar 
factors, Porter and Lawler introduce more concepts: abilities and traits, role perceptions, 
perceived equitable rewards and satisfaction. Considering its important position in 
motivation theories, Porter and Lawler's model will be used to compare with other 
motivation theories in the following section. 
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2.4.4 An Integrated Framework 
So far we have viewed a number of motivation theories. Although each theory takes a 
somewhat different approach to motivation, it is possible to identify similarities among 
them and synthesize them into a large comprehensive model. As shown in Figure 2.5, 
Porter and Lawler (1968) introduced a dynamic motivation model, and it could be argued 
that it includes many of the motivation theories as representative of the different 
components. 
When we examine the various theories of motivation in light of Porter and Lawler's 
Model (1968), we can find that each can be incorporated into this framework. Maslow's 
distinction between higher-order and lower-order needs, and Herzberg's distinction 
between intrinsic (motivators) and extrinsic (hygiene factors) factors, can be related to 
intrinsic and extrinsic rewards. The concepts of valence, instrumentality and expectancy 
in Vroom's Expectancy Theory can be incorporated into the value of reward, a 
relationship between performance and rewards and perceived effort-reward probability in 
the model. The concepts of Adams' Equity Theory can be incorporated into the category 
of perceived equitable rewards. Their influence can be seen to reflect the interaction of 
equitable perceptions and rewards in determining satisfaction. The summary of 
similarities of the motivation theories compared with Porter and Lawler's model is 
presented in Table 2.4. The reason to illustrate all these theories is that not only they are a 
theoretical foundation of this study, but also they are close related to job satisfaction 
factors and provided the basis for the analyses and discussion in Chapter 4. 
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Table 2.4: The similarities of the motivation thenrie..,, 
Porter & Lawler 
- _ 
Maslow Herzberg Vroom Adams 
Value of reward: The Valence: 
desired outcomes people Value of expected hope to achieve from outcomes. 
work. 
Perceived effort-reward Expectgincy: 
probability: The Effort will lead to 
probabilities that reward good performance. 
depends upon 
performance and 
performance depends 
upon effort. 
Performance Instrumentality: 
Intrinsic and Extrinsic Higher-order Intrinsic Good performance 
Rewards: The desirable needs: factors: will lead to desired 
outcomes. Internally. Motivators. outcomes. This 
Lower-order Extrinsic exists between 
needs: factors: performance and 
Externally. Hygiene rewards. 
factors. 
Perceived equitable Equijy: The 
rewards: The rewards reward system 
that a person feels are should be fair. 
fair. 
Effort 
Abilities and traits No similarities 
Role perceptions 
Satisfaction 
From the previous discussion, we can see that testing the application of all motivation 
theories can be achieved by examining job related factors. 
Theory helps in building generalized models applicable to a range of organisations or 
situations. It further provides a conceptual framework and gives a perspective for the 
practical study of the subject (Mullins, 2007, p. 4). 
Based on these theories,, the correlation of job satisfaction theories and work factors can 
be summarized in Table 2.5 which has been used to generate questions in interview and 
questionnaire as presented in Chapter 3. It is these correlations that support the 
investigation of the influences of different job related factors and help to create the 
conceptual framework presented later in this Chapter. 
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Table 2.5: Job Satisfaction-Correlation of Work Factors and Theories 
Work factors Maslow Herzberg Adams Vroom Porter&Lawler 
Intrinsic factors X X 
Self-esteem X X 
Self-efficacy X 
Self-actualisation X X 
Extrinsic factors X X 
Work itself X 
Work group X X 
Pay X X X 
Promotion X X X 
Before looking at all these work related factors in next section, it is worth taking into 
consideration that these motivation theories are culture bounded. As previously stated, 
theories presented above are of Western origin and have been developed in the US or at 
least influenced by the US theoretical work (Hofstede 1991). In this case, both the general 
and the specific influences that affect work motivation in various cultural contexts should 
be considered. Theory related concepts may have different meaning in other societies. 
Hofstede (199 1) reported that in countries high on uncertainty avoidance (such as China) 
as compared with countries low on uncertainty avoidance (such as the US), security 
motivates employees more than does self-actualisation. Countries where feminine culture 
is dominant (such as Norway) tend to stress the quality of life over productivity 
(masculinity culture); social needs tend to dominate the motivation of employees. 
Employees in collective countries (such as China) tend to stress social needs over the 
more individual ego and self-actualisation needs. Countries with high need for 
achievement have also high need to produce (masculinity dimension) and a strong 
willingness to accept risk (low uncertainty avoidance). The theories consequently 
do not 
give universal explanations of motivation, but reflect the values system of the 
US 
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(Hofstede, 1991). Therefore, in the current study, there is a need to test the 
generalisability of Western motivation theories in the Chinese cultural context. 
2.5 Job Satisfaction Related Factors 
To gain a holistic and deep understanding of academic job satisfaction, there is a need to 
look at some of the key factors - the most commonly researched aspects - related to job 
satisfaction. Although this research investigates academics in the higher education 
context, literature on job satisfaction in general is important and relevant, as it has direct 
relevance to the current study. Figure 2.6 provides an overview of these factors which 
will be explored in turn. 
Research Findings 
Job Satisfaction 
Theories 
ng 
Gender 
Education level Intrinsic Factors 
Time in Post 
Self-esteem 
Self-efficacy 
Self-actualisation 
Flexibility & Autonomy 
Figure 2.6: An overview of job satisfaction factors 
Extrinsic Factors 
Work itself 
Work Group 
Pay 
Promotion 
Teaching & Research 
59 
Chapter 2- Literature Review 
2.5.1 Personal Characteristics 
Researchers have attempted to investigate whether personal characteristics such as gender, 
age and education are predictive of job satisfaction. There is evidence that various 
demographic variables can be associated and age, gender and time in post are among the 
most investigated. Sloane and Williams (1996) studied Scottish academics' job 
satisfaction and found that male, young, higher qualified and experienced workers 
consistently expressed themselves as less satisfied with their jobs. In an analysis of 
selected junior college athletic directors and head coaches in the USA, Davis (2002) 
found that there were no significant associations between levels of satisfaction and 
personal characteristics. Variables such as age, gender, experience, and education had 
little impact on the perceptions of satisfaction by coaches. Sipon (1997) also found no 
relationship in the Malaysian HE context, between job satisfaction and the independent 
variables. He investigated: age, teaching qualifications, teaching experience, gender and 
tenure. As we can see that different researchers have drawn various results in different 
cultural context, so the research in China is needed. In the current study, a similar 
approach will be used. Personal characteristics will be examined in relation to job 
satisfaction in the Chinese cultural context particular. In the next section different 
personal characteristics and the research literature related to them will be examined in 
full. 
Age 
Age is considered to have significant influences on job satisfaction in education 
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(Oshagbemi, 1999; Rosen, 1978). Numerous studies have reported positive relationships 
that older teachers were more satisfied with their jobs than were younger teachers (e. g. 
Weaver, 1980; Sweeney, 1982). However, in the work with the US school principals, 
Bacharach and Mitchell (1983) found that age is negatively related to job satisfaction. 
Mercer (1996) found a U-shape pattern between age and job satisfaction in his research of 
job satisfaction of headteachers in the UK. He stated that new headteachers had a high 
level of both satisfaction and dissatisfaction, and that there was a fall in level of 
satisfaction for headteachers working between five and ten years. The very experienced 
older headteachers also possessed a high level of job satisfaction. In a Canadian study, 
however, Johnson and Holdaway (1991) found no significant difference between age and 
job satisfaction among school principals. Tu et al. (2005) also found that no statistical 
significant differences for full-time Taiwanese and Chinese university faculty in the 
overall job satisfaction of age at higher education. This work is important to note as it 
studied job satisfaction of Chinese academics, the same cultural context as this research. 
The issue of whether age and job satisfaction has a positive / negative or U-shaped / 
curvilinear relationship remains undetermined. Considering the cultural issue in China, 
older teachers are always respected because of their age regardless of position, which may 
bring them a sense of satisfaction. Therefore, age effect to academic job satisfaction is 
important to notice in this study. 
Gender 
Previous research into job satisfaction in the educational field has shown that male 
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academics tended to be more satisfied than females. For example, Lacy and Sheehan 
(1997) researched academic job satisfaction across eight countries and found that males in 
comparison to females showed a tendency towards higher overall levels of job 
satisfaction, and this difference was significant for all nations with the exception of Israel 
and Mexico. However, results from the Uganda study (Ssesanga and Garrett, 2005) 
suggested a picture of academics with much in common but with some significant 
differences between groups. Although both male and female academics felt relatively 
happy with teaching, there is some evidence to suggest that men were more likely to 
signal satisfaction with extrinsic factors. Similar results were found by Ward and Sloane 
(1999) that the overall job satisfaction and a number of its components among Scottish 
academics did not vary widely by gender. This result may not be surprising. According to 
Ward and Sloane's arguments, with a highly educated workforce such as the academic 
profession, the gender gap in job satisfaction might be expected to disappear. Female 
workers may expect their job to be more comparable to male workers due to their similar 
levels of education. As this study researched Chinese academics who are categorized as a 
highly educated group, it may draw similar conclusion as Ward and Sloane's work. 
Considering cultural issues, as shown in Table 2.2, Porter et al. (2003) estimated the 
masculinity/femininity score as 50/100 medium in mainland China, which indicated that 
gender difference are less sharply distinguished in work related values. Therefore. ) it could 
be expected that the gender gap in job satisfaction may not be significant in this research. 
Time in Pos 
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Length of time in post suggested that an individual has internalized the work system and 
learned how to behave and cope with it. In this case it is expected that organisational 
loyalty and citizenship of an individual will be established and enhanced. In the 
educational field, many studies found correlations between length of service and job 
satisfaction. In a study of 2638 headteachers in the UK, Cooper and Kelly (1993) found 
that length of time in present post was a significant source of job dissatisfaction, the 
longer in post, the greater the dissatisfaction. Ssesanga and Garrett (2005) found that new 
academics in Uganda were likely to show less discontent with extrinsic factors, while 
long serving academics felt happier with intrinsic factors. However, Oshagbemi (2000) 
illustrated that among university instructors in the UK the length of employment in higher 
education does not correlate with job satisfaction but that longer employment at their 
current university positively correlates with job satisfaction. Tu (2002) found that overall 
job satisfaction of full-time Taiwanese university faculty members was not statistically 
significant in terms of time in service (F=0.537, p=0.709). But when compared with 
Taiwan, the overall job satisfaction of the full-time Chinese university faculty showed 
statistically significant difference (F=3.017, p=0.019). Accordingly, with the similar 
research context as Tu's study, the effect of time in post to academics' job satisfaction 
could be expected in this study. 
Education 
The literature on job satisfaction indicates that levels of education influence an 
individual's job attitudes and motivation. Clark and Oswald (1996) provided some 
63 
Chapter 2- Literature Review 
evidence that job satisfaction differential is found to decline with rising levels of 
education. In a study of five Scottish universities, Ward and Sloane (1999) stated that 
education and experience in a good job might provide mechanisms whereby levels of 
expectation could be revised upwards. This argument may not be surprising as most 
academics face several years extended study before taking a position in a university and 
the high investment in human capital may cause rising expectations to the job. In this case, 
it may be true that academic job satisfaction may decline with rising levels of education, 
regardless of any cultural context. Therefore, the correlation between education and job 
satisfaction can be expected in this research. 
2.5.2 Work Related Factors 
In a summary of the work related factors affecting individual's job satisfaction, Smith et 
al. (1975) contend that the evaluation of satisfaction or dissatisfaction is made on the 
basis of a frame of reference which may be either (1) an internal, absolute standard of 
value that is unaffected by context or (2) an external, relative standard that is specific to a 
particular context. Various studies have identified work related factors in terms of 
intrinsic and extrinsic in the light of Herzberg's Two-Factor Theory and Smith's argument. 
In the current study, the researcher will examine work related factors with respect to 
intrinsic and extrinsic factors. 
2.5.2.1 Intrinsic Factors 
Intrinsic factors originate from within the individual and have psychological value, such 
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as self-esteem, self-efficacy, self-actualisation and flexibility and autonomy. 
2.5.2.1.1 Self-esteem 
Self-esteem has been defined as the extent to which people feel valued and taken 
seriously (Rosenberg et al., 1995). 
It is the evaluative component of self-knowledge, High self-esteem refers to a highly 
javourable and low seif-esteem to an unfavourable global evaluation of the seýf 
(Salmela-Aro and Nurmi, 2007, p. 464). 
In this study, the university academics' self-esteem was subject to strong influence by 
social and external aspects and was responsive to situational effects, including social 
status, recognition and respect in society and their own perceptions to be academics. High 
self-esteem shows a sense of self-worth with the implication that one will be accepted 
rather than rejected by others, and that individuals will govern their own thoughts, 
feelings and actions. Studies reported that a positive relationship between job satisfaction 
and self-esteem are common (Pierce and Gardner, 2004). LeRouge et al. (2006) 
investigated IT professionals' self-esteem and stated that self-esteem had a main effect on 
job satisfaction and organisational commitment. In examining the literature of the 
self-esteem, the possibility is raised that self-esteem of university academics may affect 
their job satisfaction. 
2.5.2.1.2 Self-efficacy 
Self-efficacy is considered as the belief and confidence on one's capability to execute 
successfully certain kinds of actions (Bandura, 1986). In the current study, self-efficacy is 
regarded as the university academics' perceptions of their skills and abilities to 
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accomplish job related tasks. Previous studies supported that teachers' self-efficacy 
beliefs affected the satisfaction and motivation they draw from their profession (Ross, 
1998, Tschannen-Moran and Woolfolk Hoy, 2001). Recent research studies have shown 
that teachers' self-efficacy beliefs have played a crucial role in promoting their firm 
commitment to the profession and their job satisfaction (Caprara et al., 2003a; Caprara et 
al., 2003b). Teachers with high levels of self-efficacy beliefs are more likely to be able to 
promote interpersonal relationships with colleagues which induce and sustain their job 
satisfaction (Caprara et al., 2006). Teachers' sense of efficacy influences their job 
satisfaction directly in meeting teachers' intrinsic needs of competence, and indirectly in 
being conducive performance from which teachers may derive recognition and pride 
(Ryan and Deci, 2000). The relationship between teachers' self-efficacy and job 
satisfaction has been found in many countries, so it is likely that academics' perceived 
sense of efficacy is a source of job satisfaction in the Chinese context. It is also likely that 
efficacious academics have higher levels of satisfaction than those who doubt their 
competences. 
2.5.2.1.3 Self-actualisation 
Goldstein (1934) defined self-actualisation as a driving life force that will ultimately lead 
to actualise individual capacities as much as possible and determine the path of an 
individual's life. Maslow (1943) defined self- actual i sation to be 
the desire for self-fulfillment, namely the tendency for the individual to become 
actualised in what he is potentially. This tendency might be phrased as the desire to 
become more and more what one is, to become everything that one is capable of 
becoming (p. 371). 
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In Maslow's (1954) Hierarchy of Needs, self-actualisation is the top level needs which are 
termed as growth needs. In the current study, self-actualisation could be explained as the 
university academics' desire for the full realisation of their potential. Self-actualisation 
was identified in the Job Characteristics Model (Hackman and Oldham, 1976,1980) as a 
moderator of the influence of internal psychological variables on criterion variables, such 
as job motivation and job satisfaction (Carlson and Mellor, 2004). Tampoe (1994) 
suggested that the personal motivation of the knowledge workers was based on the value 
they place upon work. With regard to the university academics, the highly qualified 
knowledge workers, to pursue intrinsic growth and to exert their full potential were likely 
to be regarded as important parts in their work. Thus, sel f- actual i sation might play an 
important role in studying job satisfaction of Chinese university academics. 
2.5.2.1.4 Flexibility and Autonomy 
In the study of business academics'job satisfaction in Australian universities by Bellamy 
et al. (2003), it was established that flexibility and autonomy were key factors in 
becoming and remaining an academic. Although the working conditions of academics 
have deteriorated following the profound changes in Australian universities in recent 
years, flexibility and autonomy in their work were cited as the important factors in 
contributing to the retention of academics in their professions. Academics reported that 
they were attracted to university careers because of the academic valuing of intrinsic 
motivators such as flexibility and autonomy rather than the external conditions and 
motivators - salary, facilities, and so on - that were relatively poor 
in universities. 
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Academic freedom and institutional autonomy of universities were regarded as the 
traditional values of higher education, which provided the freedom for academics to 
pursue their own research interests driven by their disciplines and instruct their teaching 
through advanced scholarship and without undue interference (Houston et al. 2006). Lacy 
and Sheeham (1997) studied acadernics'job satisfaction across eight countries and found 
that the majority of academics were satisfied with the opportunities to pursue their own 
ideas. From these findings, it could be argued that flexibility and autonomy may influence 
Chinese acadernics'job satisfaction. 
2.5.2.2 Extrinsic Factors 
Extrinsic factors originate from outside the individual and come from the environment, 
such as work itself, work group, pay, promotion, and teaching and research. 
2.5.2.2.1 Work Itself 
As shown in previous studies, the most important determinant of overall job satisfaction 
is an individual's satisfaction with the work they undertake. Academics usually undertake 
more years of academic study before securing the first post than other members of the 
work force. Considering the high investment in human capital in terms of time and 
foregone earning, the type of work undertaken in academia is important for them. 
People usually look for a job where they can exercise their skills, have the opportunities 
to achieve success and see output. Dale et al. (1997) and Evans and Lindsay (1996) stated 
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that employee satisfaction can be enhanced if a job incorporates task significance, 
autonomy, skill variety, task identity, and feedback about performance, Winter et al. (2000) 
also highlighted some key elements of the quality of academic work life in his study, 
including job challenge, skill variety, task identity and autonomy. These motivating core 
job characteristics (Hackman and Oldham, 1980) are arguably enable academics to 
engage in meaningful work activities such as critical thinking, reflection and collegial 
interactions associated with important outcomes in terms of job satisfaction, intrinsic 
motivation and work effectiveness. Locke (1984) found that a job has to fulfill the human 
and mental needs of the employees, and this in turn will increase morale and motivation 
leading to improvement of quality and productivity. It could be concluded that work itself 
may influence Chinese acadernics'job satisfaction. 
2.5.2.2.2 Work Group 
Maslow (1970) considered this need as one of the third category in his hierarchy - 'social 
needs'. In this category, Maslow meant the need for belonging and love that people have 
to fulfill. When a worker interacts socially and positively with his co-workers, the sense 
of co-operation may lead to experience satisfaction (Gruneberg, 1981). An isolated job 
may lead to job dissatisfaction. However, Herzberg stated that supportive colleagues 
being a hygiene factor does not result in satisfaction but it prevents dissatisfaction. 
Interpersonal relationships are an important part of job satisfaction. Lawler (1973) found 
that a job with more positive social outcomes is likely to be more satisfying to the worker. 
Peer-groups can help in raising an individual's perception about his or her input and 
69 
Chapter 2- Literature Review 
outcome that leads ultimately to satisfaction. The higher the cohesiveness and 
productivity of the group, the higher the feeling of happiness in the work place (Gilmer, 
1966). 
The importance of staff interpersonal relationships within teachers' working lives has 
been highlighted in several studies (Nias, 1985, Nias et al., 1989, Woods, 1990). Evans 
applied a comparative analysis of research findings from two of her studies in the UK 
focusing on identifying and explaining the factors that affect job-related attitudes in 
schoolteachers (Evans, 1997a, 1998) and in academics (Evans and Abbott, 1998), and 
argued in her research (Evans, 2001) that there are six specific issues which were 
incorporated into the conception of an 'ideal' job, including interpersonal relations and 
collegiality. The interpersonal relations involved not only collegial relations but also the 
relationships among staff, staff and clients, governors and others. Evans found that these 
kinds of relationship were more prominent among schoolteachers in primary school than 
among academics in higher education. She also argued that this finding probably reflected 
the generally more collaborative nature of schoolteachers' working lives in relation to the 
more isolated nature of academics' working lives. According to Evans, collegiality 
overlapped with interpersonal relations, but in this case, it specifically referred to the 
degree and quality of teamwork, co-operative ways of working, consultation and 
interdependence and support among colleagues. When individuals' perceptions of the 
level and quality of collegiality met their expectations, they would feel satisfied with the 
ob. Evans (200 1) concluded her arguments of schoolteachers) and academics' morale, j ob 
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satisfaction and motivation as: 
In general, a good match, therefore, is a work context that does not compromise the 
individual's professionality. What education professionals evidently want is to be able 
to practice, unhindered, within a context that is compatible with their needs, 
expectations, values and ideologies (p. 302). 
Other studies also reported the positive relationship between interpersonal relationships 
with colleagues and teachers' emotional health, as harmonious relationships were 
regarded as a source of social and emotional support to teachers. When this kind of 
relationships did not exist, teachers expressed negative feelings for the job and this 
resulted in their dissatisfaction (Cockburn, 2000; Schwarzer and Greenglass, 1999). 
Therefore, it could be considered work group as an important factors affecting academics' 
job satisfaction in this study. 
2.5.2.2.3 Pay 
Pay seems to be one of the most arguable, critical and influential factors when talking 
about job satisfaction. This factor has attracted many researchers who have tried to 
explore its effect. In Maslow's (1954) Needs Theory, pay is the most basic need in the 
work environment for an employee. Herzberg (1968) stated that pay is a hygiene factor 
and therefore, it does not motivate but it is necessary to prevent dissatisfaction. He also 
argued that monetary incentives can work but only in the short term. The Equity Theory 
(Adams, 1963) postulated that pay satisfaction is the result of social comparison with 
respect to relevant referents. In other words, pay satisfaction is determined by the fairness 
with which it is distributed rather than the actual amount of pay. 
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In a pay satisfaction questionnaire, Orpen and Bonnici (1987) investigated a sample of 
101 university instructors from all academic staff at five Australian universities. The 
researchers found that pay levels, pay benefits, pay raises, and pay structures were related 
to satisfaction. Ward and Sloane (2000) drew on detailed data from Scottish university 
academics and reported that gender difference in salary was not significant and the whole 
sample of respondents was least satisfied with pay. The results showed that Scottish 
academics compared their pay with a wider group than just other academics when 
evaluating their pay, which provided the largest influence on reports of job satisfaction. 
The evidence also indicated that academics whose jobs were predominantly teaching 
based reported lower levels of satisfaction with pay, which indicated that a stronger 
research orientation could help academics to be promoted faster and lead to higher salary. 
The study by Shaw and Gupta (2001) stated that the trend of investigating pay has moved 
from studying actual pay and people's attitude to it towards concentrating on the 
precursors of different kinds of pay attributes such as pay satisfaction and perception of 
pay faimess. 
2.5.2.2.4 Promotion 
The reward of promotion can be explained by Maslow's (1954) theory of an individual's 
need for self-esteem and self-actualisation and Herzberg's (1968) theory of a motivator 
which influences job satisfaction. Promotion is considered to be a factor influencing job 
satisfaction because it is usually followed by an increase in pay, responsibility, challenge, 
change in actual tasks, and to some extent a change in work group. Some researchers 
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identified that the possibility of promotion was linked to teachers' job satisfaction and 
dissatisfaction (Nias, 1996; Shann, 1998; Dinharn and Scott, 1998). Satisfaction with 
promotional opportunities has been shown to have a direct positive effect on job 
satisfaction (e. g. Quarles, 1994; Wiley, 1997) and lack of status and promotion can result 
in employees'job dissatisfaction (Travers and Cooper, 1993). 
In a study of Scottish academics, Ward and Sloane (1999) found that attitude and taste 
variables and variables relating to individual and job characteristics had a significant 
impact on job satisfaction with promotion prospects. Pay and promotion factors had a 
close relationship with each other. A perception of being underpaid had a strong negative 
impact on reports of satisfaction with promotion. Usually, dissatisfaction with pay led to 
dissatisfaction with promotion prospects; perhaps academics with higher promotion 
expectations seek to compensate for low payment, According to Rose (2003) and Mullins 
(1996), both the aspect of promotion and the work benefits are extrinsically linked to the 
reward that work gives. It can be concluded that the reward structure of pay and 
promotion may influence job satisfaction. 
2.5.2.2.5 Teaching and Research 
Traditionally, the role of the university academic has been defined according to the three 
domains of teaching, research, and administration, with the primary emphasis placed 
upon the teaching and research aspects (Houston et al. 2006). Romainville (1996) stated 
that universities are the only organisations focused on dual core functions of knowledge 
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creation and knowledge transmission through the processes of research and teaching. 
In the US studies, in a comparison of faculty responses about job satisfaction and 
perceived fit with job, and work values across technical college instructional divisions, 
Clark (1999) commented that satisfied faculty are truly motivated and skilled to teach. In 
the UK, Henkel (2000) reported that despite the changing conditions and increasing 
workloads in higher education, academics remain committed to their vocation because of 
the high value placed upon teaching and research. This is consistent with the research 
findings in Australian universities. Although the working conditions for academics 
deteriorated, they were attracted to become and remain in academia by intrinsic 
motivators such as autonomy in teaching and research (Bellamy et al., 2003). With recent 
changes in higher education in New Zealand, Houston et al. (2006) argued that teaching 
and research remain as the core function in universities and they are closely 
interdependent. They also noted that an ongoing tension exists between the two 
particularly in terms of demands on time and variable recognition and rewards. According 
to Hannan (2001) in Australia, academics' workloads have increased from 1977 to 1997 
and the time allocated to teaching and research are in tension with each other. As the core 
roles of university academics are teaching and research, it could be argued that they have 
a significant impact on acadernics'job satisfaction. 
As the purpose of the current study is to investigate factors impacting on academics' job 
satisfaction in higher education, previous research studies into job satisfaction 
in higher 
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education are identified here. 
2.6 Job Satisfaction Research in Higher Education 
There may not be as much research on job satisfaction in the educational area as in the 
industry or the business field. However, with significant changes in higher education 
worldwide, there has been a growing concern over quality of education and job 
satisfaction of academics. Researchers believe that highly qualified and motivated 
academics are crucial elements in the university. International studies have attempted to 
capture various facets related to acadernics'job satisfaction. 
Many researchers have studied academics' job satisfaction in light of Herzberg's 
Two-Factor Theory and discussed the effect of intrinsic and extrinsic factors. For 
example, Hill (1986) employed this theory in explaining academics' job satisfaction in 
the UK. The evidence showed that sources of academics' job satisfaction derived from 
intrinsic factors with respect to teaching, scholarly achievements and creativity, and the 
nature of the work, and sources of dissatisfaction related to extrinsic factors in terms of 
salary, fringe benefits, administrative features and collegial associations. Hill's study 
supported Herzberg's view on job satisfaction and he suggested that the model could be 
successfully applied to academics in higher education institutions. 
Many researchers have drawn similar conclusions that although academics were required 
to work in an increasingly demanding environment, they valued intrinsic factors more 
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than extrinsic ones. For example, Bellamy et al. (2003) found that although the working 
conditions of academics have deteriorated with the profound changes in higher education 
in Australia, valuing of intrinsic motivators such as flexibility and autonomy in teaching 
and research stand out as the most important factors for becoming and remaining in the 
academia system. In New Zealand, academics motivated by core academic and 
disciplinary interests were regarded as doing complex work in an increasingly demanding 
environment for increased performance accountability, measurable outputs and workloads. 
It was established that academics had low levels of job satisfaction with extrinsic rewards 
from their work such as salary, opportunities for advancement and recognition received 
for good work. They had high levels of job satisfaction with intrinsic aspects such as 
flexibility, amount of responsibility and variety in their jobs (Houston et al., 2006). Ward 
and Sloane (1999) researched the Scottish academic profession's overall job satisfaction 
as well as promotion prospects, job security and salary. They reported that levels of 
overall job satisfaction among academics were high, though not with pay and promotion. 
The evidence suggested that Scottish academics had higher levels of satisfaction with 
non-pecuniary aspects of work than pecuniary ones. 
Many other studies, however, found contrary results to Herzberg's view on job 
satisfaction. Pearson and Seiler (1983) researched academics' job satisfaction with the 
environment and reported that academics had high levels of satisfaction with their work 
environment and had low levels of satisfaction with job related rewards, such as pay, 
fringe benefits and performance criteria. They also commented that academics' 
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perceptions of job satisfaction were highly related to context factors, since higher order 
needs tend to dominate in university setting. Moses (1986) supported the notion of 
context elements of job and found that academics were dissatisfied with the undervaluing 
of teaching activities in opportunities for promotion. She also commented that prestigious 
and autonomous work could fulfill academics' higher order needs (e. g. self-esteem, 
self-actualisation) and bring them great satisfaction, while well-paid work provided 
satisfaction with lower order needs. Lacy and Sheehan (1997) investigated university 
academics' job satisfaction across eight countries. They found that both content related 
and context related factors could induce both job satisfaction and dissatisfaction, which is 
contrary to the Two-Factor Theory. The results showed that across eight countries 
academics were generally satisfied with relationships with colleagues, the opportunity to 
pursue their own ideas, job security and their general situation. Ssesanga and Garrett 
(2005) examined Herzberg's model of job satisfaction in Uganda and suggested that 
intrinsic and extrinsic factors could induce acadernics'job satisfaction and dissatisfaction 
respectively. It was established that satisfaction factors derived from intrinsic facets of 
teaching, co-worker behaviour and supervision, while dissatisfaction factors were largely 
extrinsic factors with respect to remuneration, governance, research, promotion and 
working environment. This study is important to note as it was based in a developing 
country. Since China is the biggest developing country in the world, maybe we can expect 
that Chinese academics may have similar attitudes to their job. 
With regard to the academic job satisfaction research in China, there are only a handful of 
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master level studies can be found in wanfang database in Chinese (wanfangdata. com. cn). 
All these studies reported the similar results that intrinsic factors can be more likely to 
evoke university academics' job satisfaction rather than extrinsic ones. For example, 
Wang and Cai (2005) studied 442 academics in four universities in TangShan and 
concluded that academics had high level of job satisfaction with self-esteem in terms of 
the passion to the job, personal accomplishment in the work, the recognition and respect 
in society and the increased social status in recent years, and had the lowest level of 
satisfaction with pay. In Zhang's (2006) study of academics in ShanXi University, the 
findings showed that sources of job satisfaction related to self-actualisation, flexibility 
and autonomy and relationships with colleagues, and sources of job dissatisfaction 
derived from promotion. Me (2006) researched 288 academics in BaoTou Light Industry 
Vocational and Technical College and reported that academics were satisfied with work 
itself related aspects, such as work challenges, work responsibilities, work autonomy, 
opportunities to use potential ability, creativity, and ranked flexibility and autonomy as 
the highest job satisfaction factor. Pay and promotion were reported to cause academics' 
job dissatisfaction. 
The lack of available materials in Chinese academics'job satisfaction research might be 
attributed to the fact that there was short of tradition for educational management research 
and it still lagged behind those abroad. This kind of research has originally introduced to 
China by means of transplanting the successful business management experience abroad 
(Yang, 2007). In most Chinese higher education institutions, there is no separate 
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educational management subject area and it is a discipline belonging to management 
study. Only in normal universities or colleges, it is made to belong to educational science 
and built into such organizational systems as education department and educational 
science department. In this way, the educational management studies may be paid less 
attention to. Another explanation might be related to the short of electronic database in 
China. With the higher education changes in recent years, the investment from 
government has improved universities' facilities and equipments, but the comprehensive 
database is still under construction, which may affect the search for the available 
materials in this study. 
Viewing from the international studies on academics'job satisfaction, it could be argued 
that it is produced, perceived and coped with differently in various social contexts. As 
Cherniss (1995) pointed out 'People can make their lives better or worse but what they 
think, how they feel and what they do are strongly shaped by the social contexts in which 
they live' (p. 166). Dinham and Scott (1998,2000) also argued that social context seems 
to be the most powerful predictor of teachers' overall job satisfaction. As no higher 
education institutions in the world can be immune from the effects of changes and 
transformation, there is a clear need to explore academics' job satisfaction in the 
developing world context. What little research had been done in the developing world 
was based on theoretical assumptions that had been developed from research in developed 
countries (Garrett, 1999). Especially in China, factors affecting academics' job 
satisfaction is a little understood area with the profound higher educational changes in 
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recent years, thus, such research is necessary. 
2.7 The Consequences of the Job Satisfaction 
In recent years, researchers (e. g. Dinham and Scott, 1998,2000; Scott et al., 2001,2003) 
have stated that many factors cause low teacher job satisfaction, such as centralized 
education systems, relentlessly imposed changes, lack of job autonomy, reduced resources, 
constant media criticism and moderate salary. The consequences of these trends may 
include increasing staff turnover, reduced ability to meet students' needs, physical and 
psychological problems, low productivity and high level of job related stress (Farber, 
1991; Troman and Woods, 2000). Most importantly, though, teacher dissatisfaction 
appears to be a prominent factor in teachers leaving the profession in many countries 
(Huberman, 1993; Woods et al., 1997). Recent studies carried out in a number of 
countries have drawn attention to the consequences of job satisfaction (Hargreaves, 1994; 
Naylor, 200 1). Many behaviours and job related stresses have been taken to be the results 
of job satisfaction and dissatisfaction. These effects usually include variables such as staff 
turnover and stress. 
2.7.1 Staff Turnover 
According to Gruenberg (198 1), there seems to be a relationship between occupational 
change or turnover and job satisfaction. Generally speaking, staff turnover suggests 
individuals' negative attitudes to the organisation. A high staff turnover rate will lead to a 
significant cost to an organisation in terms of lost money and time spent on recruiting and 
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training the new employees. On the other hand, staff turnover will lead an organisation to 
low morale, potential disruption of the programmes and projects, disordered development. 
As far as academics are concerned, one of the consequences of job turnover among 
academics, as reported by Becker (1969), was time, money and attention being devoted to 
reenfiting new academics to the classroom. Muncrief (1979) stated that since teacher 
training is a costly investrdent, if graduates do not remain in the profession, there is a 
need to take steps to increase the tenure of academics who are both successful and 
satisfied with teaching. 
Although there are many reasons for an individual to leave the job, lack of job satisfaction 
is considered as one of the most important causes. Carrell (1976) examined the 
relationship between job satisfaction and dissatisfaction and suggested that the 
relationships of satisfaction to training, absenteeism, and turnover were important. Branch 
(1998) noted that money was not the only factor that makes employees happy and stay in 
an organisation, but other things like job satisfaction and the ability to balance life and 
work were also important. Ingersoll (2003) drew the conclusion that high rates of teacher 
turnover had more to do with teachers'job satisfaction and teachers pursuing other jobs, 
and little to do with teacher retirement because of a graying workforce. In view of the 
importance of qualified teachers as a prerequisite for school effectiveness, there seems to 
be a need to investigate the relationship between job satisfaction and academic turnover. 
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2.7.2 Stress 
Many researchers, for example Mateson and Ivancevich (1987), have suggested that 
dissatisfaction with a job is a consequence, or manifestation of stress. Work related stress 
and job dissatisfaction are of growing concern because they appear to be implications of 
lowered physical and emotional health of the employees. Wall, Clegg and Jackson (1978) 
argued that poor mental health has closer relationships with low job satisfaction than it is 
with other job features, and that job satisfaction and mental health is an intervening state 
in the causal chain. They also suggested that job dissatisfaction has a significant 
correlation with high rates of psychological distress, anxiety, depression, psychosomatic 
symptoms, and coronary heart disease. As far as academics are concerned, Dua (1994) 
researched 1028 university staff in Australia and found a significant correlation between 
job satisfaction and stress in terms of both physical and emotional well-being. In general, 
the findings indicated that high job stress and high job dissatisfaction were associated 
with low physical and emotional health. Thus, research into academics'job satisfaction is 
becoming more and more important because not only are an increasing number of 
academics leaving the profession but also dissatisfaction is associated with a number of 
problems mentioned above. 
2.8 Conc usion 
This chapter has dealt with the empirical literature on job satisfaction. Before moving on 
to create a conceptual framework for this study, it is important to summarise the 
literature 
review. The concept of job satisfaction has been 
introduced, and related theories have 
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been examined, in order to provide a framework for the research. A summarY of these 
theories can be seen in the Table 2.6. The theories have emphasized the needs, expectancy 
and value of employees. It has been argued that job satisfaction theories have significant 
correlation with job satisfaction related factors. As academic job satisfaction is produced, 
perceived and coped with differently in various social contexts, this study explores the 
idea that the influences upon it are culture related. Thus it is important to ask what factors 
impact on university academics' job satisfaction in the Chinese context and whether 
Western organisational theories fit the Chinese culture. At this point, it is useful to 
introduce a widely used model (shown in Figure 2.7) which will function as a basis for 
this research. 
Table 2.6: A summary of job satisfaction related theories 
Maslow's Hierarchy of Needs Five levels in hierarchy. Normally, people proceed to 
(1943) make predictable climb from bottom to top. 
Herzberg's Two Factor Two different factors affect motivation - hygiene and 
Theory (1968) motivators. 
Equity Theory (Adams 1965) People assess the ratio of their inputs to their 
outcomes and try to reduce inequity. 
Expectancy Theory (Vroom Motivation increases if both expectations of work 
1964, Porter and Lawler 1973) outcomes and rewards increase. 
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Intrinsic Factors 
Personal 
Characteristics Extrinsic Factors 
Self-esteem 
Self-efficacy 
Self-actualisation 
Flexibility and 
autonomy 
Age 
Gender 
Time in post 
Education level 
Work itself 
Work group 
Pay 
Promotion 
Teaching and 
Research 
r 
Consequences of Job Satisfaction 
11 .1 
Figure 2.7: Conceptual framework of this study 
It has been pointed out that various personal characteristics (see yellow part in Figure 2.7) 
can be associated with job satisfaction, and age, gender, education and time in post are 
among the most investigated. As it has been shown that different researchers have drawn 
differing results in different cultural contexts, it could be argued that personal 
characteristics may impact on academics' perceptions of job satisfaction in the Chinese 
culture. So it is important to examine whether there is significant correlation between 
each of the personal characteristics and academic job satisfaction. 
The association between job satisfaction theories and work related factors was 
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demonstrated earlier in this chapter. The correlation table (Table 2.5) has shown that 
levels of individual's job satisfaction were determined by their perceptions of work 
related factors, including intrinsic and extrinsic factors (see blue part in Figure 2.7). A 
recent attempt to explain the factors which determine job satisfaction has been introduced 
in this chapter in relation to the teaching situation generally and academics' situation 
specifically. Many researchers (Bellamy et al., 2003; Houston et al., 2006; Ward and 
Sloane, 1999) in developed countries have drawn similar conclusions that although 
academics are required to work in an increasingly demanding environment in the process 
of higher education changes, intrinsic factors seem more important than extrinsic factors 
to motivate them in their work. Thus it will be important to ask in this study whether it is 
the same situation in the Chinese cultural context and what intrinsic and extrinsic factors 
affect academic job satisfaction among Chinese academics. 
The chapter finishes with a consideration of the consequences of job satisfaction (see 
green part in Figure 2.7). It has been argued that declining job satisfaction may lead to 
increasing staff turnover, reduced ability to meet students' needs, physical and 
psychological problems and high level of job related stress. It made the case that research 
on academics'job satisfaction became more and more important, especially in the process 
of higher education changes in recent years, and it is crucial in identifying the areas in 
need for improvement 
So far, this chapter has covered the main issues of empirical part of job satisfaction. It has 
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indicated the reason why academics'job satisfaction research is important in the Chinese 
cultural context. So it is important to examine what factors impact on academics' job 
satisfaction in China. This will be discussed in the next chapter. 
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CHAPTER 3- Methodology 
3.1 Introduction 
The previous chapters have explained the context and conceptual background to the study; 
this chapter will focus on methodological issues and the procedures used for data 
collection. It offers an exploration of the concepts underpinning research design, sampling, 
instruments of data collection, data analysis techniques, validity and reliability and ethical 
issues of the study. As a result of these considerations, a mixed methods approach which 
comprised semi-structured interview and self-completion questionnaire was used in this 
study. 
3.2 Research Questions 
It is recommended (Creswell, 1994) that research questions should contain one or two 
main questions which represent a research enquiry into the issue being examined in the 
study in its most general form, followed by sub-questions that narrow down the focus of 
the study. Having identified the purpose of the research in Chapter 1, it is now important 
to restate the research questions for this study. 
The following question emerges as the focus of this research: 
What factors impact on the job satisfaction of university academics in China? 
The following sub-questions need to be answered in order to answer this main question: 
-ý- Does job satisfaction have significant correlations with personal characteristic 
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variables? 
What intrinsic factors affect academic job satisfaction? 
What extrinsic factors affect academic job satisfaction? 
-ý- What are consequences of academic job satisfaction? 
-ý- To what extent can Western models of job satisfaction be applied to the Chinese 
context? 
3.3 Research Design 
A research design provides a framework which underpins the whole project. It is usually 
considered as a structure or guide to show how all of the major parts of the project - data, 
methods, measures - work together to try to provide answers to specific research 
questions (Trochim, 2006). In social science research, there are a wide variety of research 
designs, such as experimental, cross-sectional or social survey, longitudinal and case 
study design (Bryman, 2004). This study followed a cross-sectional design, due to the 
limitations of some other research designs such as the deliberate control and manipulation 
of conditions of the study in an experimental design; the time and cost involved in a 
longitudinal design; and the limited generalisability of the results from a case study 
(Bryman, 2004). 
The aims of this research are to: 
investigate the relationships between the independent variables (gender, age, time in 
post, education level, post and subject areas) and dependent variables Oob satisfaction 
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factors) through the use of statistical analysis; 
2) identify intrinsic and extrinsic factors affecting university academics' job satisfaction 
in the Chinese context; 
3) find what effect job satisfaction has on university academics; and 
4) test Western models of job satisfaction in the Chinese context. 
With all these concerns, the cross-sectional design is the most appropriate design used in 
current research, As Babbie (1998) supported this research design, 
Data are collected at one point in time from a sample selected to describe some larger 
population at that time. Such a survey can be used not only for purpose of description, 
but alsofor determination of relationship between variables at the time of study (p. 56). 
3.4 Consideration of the Research Methodology 
3.4.1 Overall Research Paradigm 
Recently, there has been an intense debate about the research paradigms in social science. 
Education researchers have witnessed a great divide between two prevailing research 
paradigms: positivist and interpretivist (Foster, 1996) and the quantitative and qualitative 
research approaches which are often associated with them. Purists tend to focus on the 
differences between the quantitative and qualitative research rather than on the 
similarities. For purists, the assumptions associated with research paradigms are 
incompatible with each other, in respect of the nature of knowledge (ontology) and the 
means to generate the knowledge (epistemology); as argued by Smith (1983) and Smith 
and Heshusius (1986), quantitative and qualitative approaches cannot and should not be 
mixed. In the following section, research paradigms including positivist, interpretivist and 
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pragmatist will be explained. 
Positivist research paradigm 
The assumptions advocated by quantitative purists (Ayer, 1959; Schrag, 1992; Maxwell 
and Delaney, 2004) are commonly called positivist philosophies. According to Fielding 
and Fielding (1986), 'the central tenets of positivist research paradigm express a 
conception of scientific method modeled on the natural sciences' (p. 18). Positivists claim 
that social science inquiry should be objective and the methods are objective, which 
indicate that time and context free generalisations are desirable and possible (Nagel, 
1986). According to this point of view, educational researchers should be bias free, 
uninvolved in the research and measure a set of variables to test or justify the hypothesis. 
However, as noted by Onw-uegbuzie and Leech (2005a), positivists disregard the fact that 
many research decisions are made throughout the research process before the objective 
verification take place and that researchers are members of different social groups. 
Moreover, although the social scientific outcomes generated by statistical measurement 
are more likely to be reliable and relatively objective, they may be insensitive to 
individual differences (Ernest, 1994). 
Interpretivist research paradigm 
The assumptions advocated by qualitative purists (Schwandt, 2000) are commonly called 
interpretivist or constructivist philosophies. Interpretivists share a view that the subject 
matter of the social sciences is fundamentally different from that of the natural sciences 
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(Bryman, 2004). The interpretivist paradigm is concerned with the understanding of 
social action (Bryman, 2004) and 'emphasizes the use of case study, largely qualitative 
forms of enquiry and triangulation' (Ernest, 1994, p. 24). Interpretivists contend that social 
research is value-bound and that time and context free generalizations are neither 
desirable nor possible (Guba, 1990). According to this point of view, educational 
researchers should be subjective in relation to reality and do research focused on 
particular individuals or contexts. This arguably has the result that many qualitative 
methods of analysis ý often remain private and unavailable for public inspection' (Constas, 
1992, p. 254) and that the findings have limited generalisability to a wider population. 
Pramatist research paradillm 
Considering the characteristics of both positivist and interpretivist research approaches, a 
combined research paradigm (mixed methods research) was chosen in the current 
research. It is identified by Johnson and Onwuegbuzie (2004) as the third research 
paradigm in educational research. This paradigm is often associated with pragmatist 
philosophies. Pragmatists assert that a false dichotomy exists between quantitative and 
qualitative research approaches (Newman and Benz, 1998) and advocate integrating both 
approaches in a single study (Creswell, 1994). The goal of mixed methods research is not 
to replace either of the traditional approaches, but rather to utilize the strengths of both in 
a single study to draw a better understanding of the social phenomenon (Johnson and 
Onwuegbuzie 2004). Pragmatist philosophy, as a third research paradigm, can help bridge 
the division between quantitative and qualitative approaches (Onwuegbuzie and Leech, 
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2005a) and help social science researchers to use a range of techniques in practice. 
In the current study, the pragmatist research paradigm arguably helped the researcher, 
firstly to use both individual level and group level of analysis to describe the phenomenon 
in question, secondly to look at whether the existing Western theories of job satisfaction 
were applicable to the Chinese context and finally to acquire a greater understanding of 
university academics' attitudes to their work in the context of higher education change. 
3.4.1.1 Epistemological Issues 
Epistemology represents one ý theor of knowledge and therefore concerns the Py 
principles and rules by which one decides whether and how social phenomena can be 
known, and how knowledge can be demonstrated (Mason, 2002, p. 16). 
Bryman (2004) states that a particular central issue of epistemology is 'the question of 
whether the social world can and should be studied according to the same principles, 
procedures, and ethos as the natural sciences' (p. 11). Epistemological differences between 
the two major paradigms are based on the relationship between the researcher and the 
objective of study (Onwuegbuzie and Leech, 2005b). Positivists contend that the 
objective world exists independent from human perceptions and that researchers should 
be separated from the object of study; while interpetivists assert that these two entities 
depend on each other and that researchers should make full use of the advantages to 
understand the phenomena (Onwuegbuzie and Leech, 2005b). 
In the current study, the researcher agrees that social science research is different from 
natural sciences with regard to the subject often being either human beings or institutions 
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(Bryman, 2004). It is also believed that the two paradigms depend on each other and 
represent an interactive continuum. Even though there is a substantial debate between the 
two paradigms, there are many more similarities than there are differences between them 
(Onwuegbuzie and Leech, 2005b). Therefore, it is reasonable for social researchers to 
adapt both orientations, rather than representing bi-polar opposites (Newman and Benz, 
1998). 
3.4.1.2 Theory and Research 
Deductive and inductive approaches are two typical strategies used to represent the 
relationship between theory and social science research. According to Bryman (2004), 
... theory is something that guides and influences the collection and analysis of 
data. In 
other words, research is done in order to answer questions posed by theoretical 
considerations (p. 8). 
Deductive strategy linking data and theory is associated with a quantitative research 
approach, which tends to deduce hypotheses from the existing theory and then guide the 
process of data collection in order to test the hypotheses. Inductive strategy is typically 
associated with a qualitative research approach, which tends to drive theoretical ideas out 
of the collection and the analysis of the detailed and rich data (Bryman, 2004). 
In the current study, a mixed methods research approach is used, it employs integrated 
deductive and inductive strategies to achieve both a deep investigation of academics5 
attitudes to their job and testing of existing Western job satisfaction theory in the Chinese 
context. 
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3.4.2 Quantitative and Qualitative Approach 
As research paradigms are often associated with quantitative and qualitative research 
approaches, there is a need to look at them in this study. Quantitative methodology is the 
systematic scientific investigation of quantitative properties and phenomena. (Bryman, 
1984). It depicts reality in terms of variables and relationships between them and rests on 
the measurement of prestructured data (Punch, 1998). Quantitative approaches have well 
developed methods for data analysis, and the unidimensional and less variable methods 
make it more easily replicable (Punch, 1998). Qualitative methodology, on the other hand, 
usually emphasizes words rather than quantification in the collection and analysis of data 
(Bryman, 2004). It is sensitive to context and process in order to gain deep understanding 
of the complexity of social life (Punch, 1998). Its methods are more multi -dimensional, 
more diverse and less replicable than quantitative methods (Bryman, 2004). As Sieber 
(1973) noted, these two approaches represent two different research cultures, 'one 
professing the superiority of "deep, rich observational data" and the other the virtues of 
"hard, general i sable"... data' (p. 1335). The strengths and weaknesses of quantitative and 
qualitative approaches could be viewed in the following Table 3.1. 
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Table 11: An overview of the strengths and weaknesses of quantitative and qualitative 
approaches (Johnson and Onwif-AuAt- Plinob 1 C)C)R* Prximnn IOOAý 
Approac es Strengths Weakn esses Quantitative 1, Tests and validates existing theories I May miss out some relevant 2. Provides precise and numerical data phenomena 
I Standardized data collection and statistical data 2, May not apply to complex 
analysis are less time consuming than.... situations 
4. Provides overall descriptions of situations or 3. Results produced may be 
phenomena too abstract and general, 
5. Enables standardized and objective comparisons 
of the results 
6. Research findings are relatively independent 
from researcher 
7. Research findings are easily replicated 
8. Useful for studying large population. 
Qualitative I. Rich, deep information can be used to generate I May be difficult to test 
theory hypotheses and theories 
2. Useful for describing complex phenomena 2. Data collection and data 
3. Useful for studying a limited number of case analysis takes more time 
in-depth compared to quantitative 
4. Provides individual case infon-nation approach 
5. Can be used to study naturally occurring 3. Results produced may not 
real-life situations generalize to other contexts 
6. Can be used to study the lived experience of and settings 
people 4. Results may be easily 
7. Describes rich detail phenomena in specific influenced by the 
contexts and settings researcher's personal biases. 
8. Enables cross case comparisons and analysis 
9. Can study dynamic processes 
10. Researcher can be responsive to changes during 
the conduct of the study. 
3.4.2.1 Comparison of Quantitative and Qualitative Approaches 
In the paradigm wars, the purists emphasized the great differences between quantitative 
and qualitative approaches. Hammersley (1992) presents typical dichotomies between the 
two approaches, which include: 
Qualitative versus quantitative data 
Meanings versus behavior 
An inductive versus a deductive approach 
Natural versus artificial 
An identification of cultural patterns as against seeking scientific laws 
Indeed, 
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The differences which researchers feel exist between qualitative and quantitative 
approaches (whether or not these distinctions are logical ones) have profound effects 
on the focus and conduct of research projects, especially the choice of method (Brannen, 
199-7, p. 5). 
However, as noted by Newman and Benz (1998), the two approaches represent an 
interactive continuum rather than opposite positions. Although the differences between 
the two approaches are substantial, there are also many similarities between them. 
First of all., both quantitative and qualitative researchers address research questions 
through data collection and analysis. As Sechrest and Sidani (1995) noted, both 
approaches 'describe their data, construct explanatory arguments from their data, and 
speculate about why the outcomes they observed happened as they did' (p. 78). 
Another similarity between the two approaches is that both methodologies use analytical 
techniques to acquire the maximal meaning from the data, either by numbers or by words 
(Dzurec and Abraham, 1993). Quantitative researchers utilize statistical techniques and 
generalisations to interpret the meanings of data, while qualitative researchers use 
phenomenological techniques by presenting rich, deep data to discover meanings. Both 
types of inquirers aim to explore the complex relationships existing in the social sciences 
world (Dzurec and Abraham, 1993). 
Further similarity was noted by Sandelowski (1986); most researchers attempt to 
minimize potential confirmation biases and other sources of invalidity in their study. In 
other words, researchers use a range of techniques to verify their 
data. Such techniques 
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include triangulation, prolonged engagement, making contrasts / comparisons, pilot study, 
peer review, replicating the findings, and acquiring feedback from participants (Creswell, 
1998). 
Additionally, both researchers see data-reduction techniques as an important procedure in 
the data analysis process. Quantitative researchers conduct factor analysis or cluster 
analysis and qualitative researchers use thematic analysis to reduce the dimensionality of 
the data (Onwuegbuzie, 2003). 
As there are so many similarities between the quantitative and qualitative approaches, it is 
considered helpful in the current research to mix them as appropriate to the research 
context. As Dzurec and Abraham (1993) suggested, 'the objectives, scope, and nature of 
inquiry are consistent across methods and across paradigms' (p. 75). Therefore, 
methodological pluralism should be promoted in educational research as it enables 
researchers to conduct more effective research (Johnson and Onwuegbuzie, 2004). 
3.4.3 Mixed Methods 
In mixed methods research, researchers mix or combine quantitative and qualitative 
research techniques, approaches or concepts in a single study. As mentioned above, mixed 
methods research is sometimes treated as a third research paradigm in educational 
research, following a pragmatist philosophy. Mixed methods research arguably offers the 
best chance to answer many research questions and combinations of research questions 
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(Johnson and Onwuegbuzie, 2004). 
3.4.3.1 Justification of Mixed Methods 
The general level of justification of mixed methods is to focus on the strengths and to 
compensate for the weaknesses of each approach. With regard to particular situations, the 
specific reasons of using mixed methods research need to be considered in terms of 
practical circumstances and context of the research. 
Greene et al. (1989) identify five major purposes or rationales for conducting mixed 
methods research. 
(a) Triangulation - Triangulation offers multiple methods of examining the same social 
phenomena. 'The technique aims to enrich the findings of research by studying the 
subject from different points of view' (Denscombe, 2003, p. 132). Therefore, the use of 
more than one method acts as a means to achieve a more convincing result. In this study, 
interviews and questionnaires are used as methods of producing different kinds of data on 
the same topic: what factors impact on university academics' job satisfaction. By using 
interviews and questionnaires, we can look at the findings from different perspectives 
which are helpful to the researcher to establish the credibility of the responses and 
enhance the validity of the data. 
Triangulation is also achieved in this study in a number of ways identified by Denzin 
(1970): 
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1. Time triangulation is used in terms of collecting data from different groups at one point 
in time. 
2. Space triangulation is used to overcome the limitations of the study conducted in the 
Chinese culture. The researcher involves the Western job satisfaction theories which are 
tested in the Chinese culture. 
3. Combined levels of triangulation are reflected by three levels of analysis adopted by 
the researcher in this study: individual level, group level and society level. 
4. Theoretical triangulation is used in the study. The researcher uses multiple perspectives 
to discuss the findings and analyse data. 
5. Methodological triangulation is used as well. As mentioned previously, the researcher 
uses more than one method to collect data (interviews and questionnaires) on the same 
objective of the study. 
(b) Complementarity - The goal of complementarity is to enhance and clarify results from 
one method with results from another. In this study, a combination includes interview data 
related to participants' attitudes to the job, along with the statistical measurement of the 
levels of job satisfaction. A qualitative study may include a quantitative dimension to help 
researchers to determine what to investigate in-depth, and a quantitative study may 
enhance the general izabi I ity of qualitative findings. 
(c) Initiation - Mixed methods research provides the opportunity to discover potential 
paradoxes and contradictions emerging from the data. The different angles of observation 
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tI rom various methods allow the researcher to recast the questions and results from one 
method with questions or results from another method (Rossman and Wilson, 1985). 
(d) Development - In mixed methods research, the researcher can use the findings from 
one method to help guide the development of the next phase of research. In the current 
study, the results from interviews help the researcher to develop and inform questions in 
the questionnaire. In this way, the questionnaire can be designed in response to a wider 
range of considerations with shared views raised by the interviewees. 
(e) Expansion - By involving a mixed methods approach, the researcher can expand the 
breadth and depth of research to include various inquiries, because certain methods can 
best address particular components of the research questions. In the current study, it may 
be important to measure correlations between personal characteristics and job satisfaction 
factors through questionnaire analysis. Meanwhile, it may also be useful to measure the 
level of job satisfaction by standardized analysis of job related factors, whereas 
academics' perceptions of job satisfaction may be better understood through participant 
interviews. As such, pragmatic researchers have the chance to investigate both macro and 
micro levels of a research issue (Onwuegbuzie, 2003). 
Furthermore, Currall and Towler (2003) state some advantages in the diversity of methods, 
First, it is beneficial to the field because it mirrors the variety of research questions. For 
example, this research ranges from investigating intrinsic factors of job satisfaction to 
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identifying extrinsic factors of job satisfaction. Second, diversity of research methods is 
advantageous because it draws on numerous theoretical paradigms, including political, 
economics, sociology and psychological. Third, the research is characterized by 
investigations that involve multiple levels of analysis including individual, group or 
organisation. 
In addition, Smith (1975) examined two of the advantages of the mixed methods 
approach in social research. First, although the single observation in fields yields 
sufficient and unambiguous information on selected phenomena, it provides a limited 
view of the complexity of human behaviour and of situations in which human beings 
interact. A mixed methods approach can help the researcher achieve confidence in the 
outcomes of the research when different methods of data collection yield substantially the 
same results. Just as McDonough and McDonough (1997) stated, 
If data collected through different methods converge, confidence in the results is 
generated In fact, combining the qualitative and quantitative methods allows the 
opportunity ofgreater credibility and greater plausibility of interpretation (p. 71). 
Second, it is argued that the use of mixed methods approach can help to overcome the 
problem of 'methodboundedness'. Mixed methods may utilize either normative or 
interpretive technique and can use both of these methods in combination. Despite so 
many advantages, attention has been drawn to potential problems in the mixed methods 
approach. 
3.4.3.2 Potential Problems of Mixed Methods 
In the social science field, mixed methods research has moved forward a great deal in 
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recent years. In addition to the strengths of this approach, potential problems relating to 
applying it in research also need to be taken into consideration. These can be categorized 
into two aspects: philosophical and practical. 
From the philosophical perspective, methodological purists assert that one should always 
work from either a qualitative or a quantitative paradigm. They advocate the 
incompatibility thesis (Howe, 1988), which assumes that both of the traditional paradigms, 
including their associated methods, cannot and should not be mixed. In this way, both 
purists have the potential to cause problems for the pragmatist in combining the methods. 
Although many qualitative researchers and quantitative researchers have now reached 
basic agreement on several major points of earlier philosophical dispute (e. g. Reichardt 
and Rallis, 1994, Phillips and Burbules, 2000), Bryman (2007) still questions whether the 
fact that the quantitative and qualitative findings are genuinely combined and how far the 
two approaches can be integrated. 
At a practical level, there may be some barriers to the application of mixed methods 
research. The first problem to be taken into consideration is that the structure of the study 
may impede the integration of methods. For example, when the original research design is 
from a quantitative position, it is difficult to add qualitative (Bryman, 2007). Another 
problem is raised from the specificities of the researchers. Many researchers have 
specialized skills in either quantitative or qualitative research, while mixed methods 
research requires knowledge and skill in two areas of inquiry (Bryman, 2007). A further 
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problem is that mixed methods research tends to involve higher costs than single method 
research, with regard to time needed for the data collection and analysis as well as cost of 
materials. 
3.5 An Overview of Job Satisfaction Research Methods 
The major objective of data collection in this study was to elicit information about 
university academics'job satisfaction. There was no strict method for data collection as 
previous researches on this subject has been carried out in different cultural contexts and 
each method has offered unique advantages and disadvantages. A brief overview of the 
data collection methods used by job satisfaction researchers is presented in the following 
Table 3.2. 
Table 3.2: An overview of data collection methods by job satisfaction researchers in 
education 
Researchers Data Collection Method 
Oshagbemi (1997,1999,2000) Questionnaire 
Mercer (1996,1997) Interview 
Evans(1997a, 1998,2001) Interview 
Lacy and Sheehan (1997) Questionnaire 
Ward and Sloane (1999) Questionnaire 
Dinharn and Scott (1998,2000) Questionnaire 
Egbule (2003) Questionnaire 
Bellamy et al. (2003) Questionnaire 
Zembylas and Papanastasiou (2004,2006) Questionnaire 
Interview 
Ssesanga and Garrett (2005) Questionnaire 
Interview 
Houston et al. (2006) Questionnaire 
Case study 
Rhodes et al. (2007) Questionnaire 
Interview 
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Table 3.2 revealed that some researchers employed only one data collection method, 
while others employed more than one. Interview and questionnaire were the most 
frequently used data collection techniques. It also showed that only Houston et al. (2006) 
used a case study methodology. Reasons why a case study was not used in this study are: 
first, a case study can only generate limited results and it is not statistically significant 
because it is just one example; second, Houston et al. (2006) employed a longitudinal 
research design which is not suitable for this study because of the time and cost involved. 
Third, case study method is rarely used for job satisfaction research. 'Data collection 
should be rigorously restricted to what is necessary for meeting the requirement imposed 
by the research design' (Bogdan and Biklen, 1998, p. 52). In that case study was 
rejected. It was decided that this study would combine the two most common methods 
from other research, interviews and questionnaires in a mixed method design. It was felt 
that this would best fit the style of the research questions. In order to triangulate the 
interview findings, questionnaires were used to provide the possibility of greater 
contextual understanding and cross valid the qualitative data. 
It could be argued that a mixed methods strategy might yield greater information than can 
be achieved through a single method. On one hand, the data obtained from participant 
interviews can be rich in detail about interaction with participants. On the other hand, the 
standardized measure of variables via a quantitative survey can test hypotheses and state 
precisely the relationship between variables by using statistical inference techniques. Just 
as McCall and Bobko (1990) illustrated, using both qualitative and quantitative methods 
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is the accomplishment of both discovery and justification within a single research project; 
a combination of two methods can give researcher a greater faith of findings and make 
greater contributions to the field. It is therefore proposed to combine two methods into a 
coherent research study. Figure 3.1 shows the sequence and the inter-linking of different 
data collection tools used in this study. Both instruments will be explained in detail in the 
next section. 
Mixed methods approach 
Interview U-00. Questionnaire 
Qualitative: 
The data from interview can 
be rich in detail about 
interaction with participants. 
Quantitative: 
The standardized measure of 
variables can test hypotheses and 
state precisely the relationship 
between variables by using 
statistical inference techniques. 
Figure 3.1: Diagram of the mixed methods approach used in this study 
3.6 Instruments of Data Collection 
Two research instruments were used sequentially to answer research questions: a 
semi-structured interview and a self-completion questionnaire. The semi-structured 
interview was designed to investigate individual academics' attitudes and feelings to the 
job. The questionnaire was used to collect data on the factors impacting academics'job 
satisfaction. The interview question sheet is attached as Appendix 
1, a sample of 
transcription and translation is in Appendix 2, and the questionnaire is in Appendix 3. 
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3.6.1 Sampling 
Sampling becomes one of the pivotal components of any research. The significance of 
sampling derives from the fact that the precision of conducting the sampling procedures 
determines the generalisation of research findings (Nachmias and Nachmias, 1996). 
Although some researchers (Bryman, 2004) focus on making the sample representative of 
the population from which it is selected, there is no clear determination of sample size. As 
noted by Kemper et al. (2003), 
Decisions about samples - both sample size and sampling strategies - depends on prior 
decisions with regard to questions asked, instruments / methods chosen, and resources 
available (p. 277). 
Both the interview and questionnaire followed convenience and snowball sampling 
techniques. There were some practical considerations for choosing the sampling 
technique for this study. First of all, the population for the study was all university 
academics in China. This was obviously a very large and widely dispersed population. 
Second, it was not feasible to acquire measures of the whole population due to the 
practical consideration of expense, time and accessibility. Third, in China, it was not 
available to use random sampling technique, because the contact details of all university 
academics were not available. 
'A convenience sample is one that is simple available to the researcher 
by virtue of its 
accessibility' (Bryman, 2004, p. 100). 
Snowball sampling is a form of convenience 
sampling. In the current study, the researcher 
began by making contacts with some 
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academics (supervisors of the researcher's former classmates) who met the criteria for the 
study and then used them to contact others who were relevant to the research criteria I 
(Bryman, 2004). With convenience and snowball sampling, it is arguable whether they 
may or may not represent the population well. With random sampling, each unit has an 
equal probability to be selected and the sample is representative of the whole population, 
as spoken previously in the current study, circumstances made it impossible to do this; 
although it may have arguably increased reliability. As Becker (1963) commented, 
snowball sampling was the only possible one when there is no accessible sampling frame 
for the population from which the sample is to be taken, or it is difficult to create such a 
sampling frame. In addition, there are some advantages in using these methods. On one 
hand, they can generate a high response rate, on the other hand, 
These methods use insider knowledge to maximize the chance that the units included in 
the final sample are strong (highly appropriate) cases to include in the study (Kemper 
et al., 2003, p. 283). 
3.6.1.1 Interview Sampling 
The interviews were conducted in North University in China between September and 
November 2006. Fourteen academics (some of them - supervisors of the researcher's 
former classmates) voluntarily answered the interview questions in Chinese, which were 
audio recorded and subsequently transcribed and translated into English. Table 3.3 shows 
the general demographic characteristics of the interview participants: nine males and five 
females. The gender of the participants was not balanced because two female academics 
withdrew from the interviews due to lack of time. The age range of the participants was 
between 27 and 52 years old. The sample was not truly representative, but the comments 
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collected from the participants did accurately reflect their attitudes to the job. 
Table 3.3: Background information of interview t)articiDants 
Teachers Age Gender Time Education Present Department Subject area 
in level post 
post 
T1 48 F 20 Master Professor School of Law Commercial Law, 
Environment Law 
T2 52 F 26 Master Professor School of Foreign Applied Linguistics 
Languages 
T3 27 M 3 Bachelor Assistant School of Foreign Applied Linguistics 
teacher Languages 
T4 35 M 8 Master Associate School of Statistics Applied Statistics 
Professor 
T5 31 M 7 Master Lecturer Schoolof Cross Culture 
International Communication, 
Business Translation and 
Communication Interpretation 
T6 29 M 10 Master Lecturer School of Foreign Applied Linguistics, - Languages English Teaching 
T7 42 M 17 PhD Associate School of Finance Stock Option, 
Professor and Economics Macro-economics 
T8 52 M 24 Bachelor Associate School of Foreign English Teaching, Applied 
Professor Languages Linguistics 
T9 44 M 19 Master _ Associate School of Law international Economic 
Professor Law, International Private 
Law 
TIO 28 M 3 Master Lecturer School of Statistics Statistics of Gross 
Domestic Economic 
T11 43 M 21 Master Associate Practice Teaching ERP (Enterprises 
Professor Resource Plan), 
Accounting Information 
System, Management 
Information System 
T12 32 F 6 Master Lecturer Tourism and Hotel Tourism Marketing 
Manag ment 
T13 48 F 24 Master Professor Schoolof international Technology 
international Transfer 
Economy and 
Trade 
T14 27 F 1/2 Master Assistant Department of English Literature 
teacher English as a 
Second Foreign 
Language 
3.6.1.2 Questionnaire Sampling 
The questionnaires were conducted in six universities in Northeast China in December 
2006. Firstly, the researcher invited former classmates who were university academics 
and some academics who participated in the semi-structured interviews to take part 
in the 
survey. Then, they helped the researcher to contact other academics to 
increase the sample. 
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246 copies of the questionnaire were sent out and a total of 220 copies were completed 
and returned. 16 copies of incomplete questionnaires were abandoned in order to increase 
the validity of the quantitative data collection. The remaining 204 questionnaires were 
analyzed using SPSS. Table 3.4 shows the general demographic characteristics of the 
questionnaire respondents. 
Table 3.4: General demographic characteristics of the questionnaire resDondents 
Number Percent Total 
Gender Male 82 40.4% 203 
Female 121 59.6% 
Age Younger 164 80.8% 203 
Older 39 19.2% 
Length of service Shorter 166 81.8% 203 
Longer 37 18.2% 
Education level Lower 164 82.8% 203 
Higher 39 17.2% 
Post Lo wer 142 70.3% 202 
Hi her 60 29.7% 
Subject area Arts 134 68.0% 197 
1 1 Sciences 63 32% 
3.6.2 Semi-Structured Interview 
The importance of the semi-structured interview approach has been identified in many job 
satisfaction research studies in the educational field, for example, in the works of Mercer 
(1996,1997), Evans (1997a, 1998,2001) and Ssesanga and Garrett (2005). They 
concluded that the semi-structured interview was an effective way of collecting detailed 
data of teachers' job satisfaction. Semi-structured interviews were used in this study, 
firstly to identify factors affecting university academics' job satisfaction in the Chinese 
context and secondly to elicit university academics' perspectives on job satisfaction 
aspects. These data were used both to design the questionnaire and to check against the 
evidence collected from the questionnaire. 
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Justification of the semi-structured interviews 
Interviewing is arguably viewed as one of the most flexible research methods, especially 
for complex and sensitive issues. It is one of the most commonly used and recognized 
methods in qualitative research and it is arguably highly advantageous due to its 
adaptability (Bell, 1993). 
Semi-structured interviews have the advantage that the researcher can probe for deeper 
answers,, ask for elaboration and examples, discover new ideas, and modify questions as 
time goes on. The researcher can also get detailed information on what is needed to 
achieve research objectives. In addition, the researcher can be immersed in social systems 
and cultures, and gain a much better grasp of data than simply reading survey results 
(Gubrium and Holstein, 2002). 
Semi-structured interviews are especially useful when there is a need to explore issues of 
an undefined nature or considerable complexity. This is because semi-structured 
interviews can be modified from time to time to explore unanticipated issues (Gubrium 
and Holstein, 2002). For example, if one participant brings up an unanticipated issue, a 
new question can be added to the interview plan that will allow the next participant to 
confirm or disconfirm the issue. 
Semi-structured interviews can bring up many thoughts and perspectives. From 
interviews, the researcher can arguably get more honest and more sensitive information 
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than from the use of questionnaires. 
Furthermore,, the personal contact in the semi-structured interview can help participants 
understand the questions. When participants have difficulty answering the question, the 
researcher can help them. In addition, gestures or other visual cues can have different 
effects on participants, especially for sensitive issues (Rubin and Rubin, 1995), 
Development of the semi-structured interviews 
The interview question sheet is attached as Appendix 1. General interview questions were 
derived from work-related factors illustrated in Chapter 2 (see Table 2.5 and Figure 2.6), 
including intrinsic factors in terms of self-esteem, self-efficacy, self-actualisation and 
flexibility and autonomy, and extrinsic factors with regard to work itself, work group, pay, 
promotion and teaching and research. All these work related factors had strong 
correlations with motivation theories which provided the perspective for examining 
academics'job satisfaction. Sub-questions were designed and modified from previous job 
satisfaction studies (e. g. Lacy and Sheehan, 1997; Ssesanga and Garrett, 2005; Mercer, 
1997; Egbule, 2003), such as appreciation in society, responsibility and challenge, 
professional development, personal and work relationship with colleagues and promotion 
prospects. All sub-questions supported a full response to the main questions and provide 
detailed information for the study. Furthermore, a pilot study was carried out by a group 
discussion with two academics (the researcher's former classmates). They gathered 
together with the problem identification and interview questions revision. The pilot study 
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was an effective way to discover possible problems and increase the validity and 
reliability of this element of the data collection. In the final stage, interview questions 
were reviewed and revised by the researcher's supervisors. 
Peer review 
Since the interviews were conducted in Chinese, the researcher translated the first 
interview transcript into English in order for it to be reviewed by the researcher's 
supervisors, and it was also reviewed by a Chinese university academic expert in this area. 
A rationale for peer review is that it is rare for the researcher to spot every mistake or flaw 
in a complicated piece of work. Therefore, the idea of peer review is that the work should 
be reviewed by someone of standing in the area of study to increase the probability that 
weaknesses will be identified with advice and encouragement. The process of peer review 
is considered as a reasonable, fair, objective judgment to establishing a reliable body of 
research and knowledge. Corrections were made to the interview after the peer review of 
the first report. 
Interview analysis 
The interview data were transcribed and translated from Putonghua into English 
immediately after the data collection. A sample of transcription and translation is attached 
as Appendix 2. With regard to the translation, there are some problems to be taken into 
consideration. As translation is affected by the categories and words available in one's 
thinking, there may be some incorrect translation and the researcher may impose her own 
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language on translation. Just as Fishman (1974) stated, 'observers are not led by the same 
picture of the universe, unless their linguistic backgrounds are similar or can in some way 
be calibrated' (p. 65). The problem with the lack of the corresponding words in English or 
the apparent equivalents words may not express the meaning intended by the researcher, 
in this way she translated the words according to the research context. To limit the impact 
of these risks in translation, a careful check by a second bilingual expert who is familiar 
with the content of the document may be effective. All original translated texts were 
reviewed by a Chinese university academic expert in this area and the differences 
between translations were discussed with the researcher. This step could be a wise 
safeguard against translation errors and could increase the validity of the study. 
For interview data analysis, the researcher used Nvivo 7 to group the data together on the 
basis of work related factors identified in the literature review in Chapter 2 (see Table 2.5 
and Figure 2.6), including nine work related factors in terms of self-esteem, self-efficacy, 
self-actualisation, flexibility and autonomy, work itself, work group, pay, promotion and 
teaching and research. The Nvivo 7 allowed the researcher to code the interview 
transcripts and to retrieve all those sequences of coded text. This meant the computer 
takes over the manual tasks (for example, copy and paste the related text together). This 
enabled the researcher to organize large amounts of data and explore emerging patterns. 
To start with, the researcher read through the initial interview transcriptions and made 
notes about significant remarks and key words. Then the researcher related all these terms 
to concepts and categories in the existing literature. The speech was mainly coded into 
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nine categories identified in previous literature review and all related data were labeled. 
With regard to any items or slices of data related to more than one concept, the researcher 
coded them in all connected categories. For other information, the researcher categorized 
them into a folder called 'free data' (such as themes of higher education changes, school 
regulations) which was prepared for use. All categories were to be used for the analysis 
and discussion of the participants' perceptions of job satisfaction. 
3.6.3 Self-Completion Questionnaire 
The reason for using a self-completion questionnaire as the following measuring 
instrument of the study was its wide use as a useful instrument for collecting survey 
information (Cohen et al., 2000). It addressed a larger group of participants than those 
interviewed. The purpose of the questionnaire was: first, to provide shared views across 
the whole sample which were raised by the interviewees; secondly, to provide a means of 
verifying interview generated information and to get a wider range of comments; and 
thirdly, to provide a quantifiable level of response. 
Justification of the quest onnaires 
The questionnaire was designed in a logical order, from simple closed questions to more 
probing opened ones, so the participants would feel comfortable to complete. 
The Likert scale method (Bryman, 2004) was used in assessing attitudes in the 
questionnaire. It consisted of two parts: a stem, which was a statement of an attitude, and 
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a scale on which respondents could express their opinion on whether they were strongly 
agree, agree, undecided / It depends, disagree or strongly disagree. This scale was chosen 
as it is arguably the most commonly used format and it is known as an effective method 
for obtaining consistent survey responses. The Likert scale allows a participant to provide 
tI eedback that is slightly more expansive than a simple close-ended question, but that is 
much easier to quantify than a completely open-ended response. Further, it is simple to 
analyze, and the researcher can easily identify similarity between items and any 
correlations. In this part of the questionnaire, there were 47 statements representing 
different factors that influenced academics'job satisfaction. From the scale ticked by the 
respondents, the researcher could identify academics' attitudes on job satisfaction and the 
factors that affected them most and least. 
The self-completion questionnaire was viewed as a quick, easy and cost effective way to 
do the research. It has some advantages. First, self-completion questionnaires gather data 
in a standardised way, so they are arguably objective. When respondents receive 
questionnaires, they are free to complete the questionnaire by themselves and on their 
own time-table. In this way, bias may be reduced. The questionnaire has a uniform 
question presentation and the researcher's own opinions could not influence the 
respondent to answer questions in a certain manner (De Vaus, 1996). Moreover, the 
self-completion questionnaires are familiar to most people. Nearly everyone has had some 
experience of completing questionnaires and they generally do not make people 
apprehensive. Therefore, they can be simple and quick for the respondent to complete and 
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it is relatively quick for researcher to collect information (Bryman, 2004). Another 
advantage is that respondents are not influenced by certain researcher effects. Bryman 
(2004. p. 133) suggested that characteristics such as ethnicity, gender and the social 
background of researchers may combine to bias the answers that respondents provide. In 
addition, the questionnaires may also be used for sensitive topics which users may feel 
uncomfortable speaking to an interviewer about. 
Development of the questionnaires 
The questionnaire is attached as Appendix 3. It was designed and modified in response to 
an initial analysis of the interview data and previous studies illustrated in Chapter 2 (e. g. 
Bellamy et al., 2003; Houston et al. . 
2006; Lacy and Sheehan, 1997 and Ssesanga and 
Garrett, 2005). The questionnaire included four parts. In the following section, each one is 
described and rationalized in detail. 
Section one: sample characteristics 
This first part was developed to gather the participants' background and 
soci o-demo graphic variables including age, gender, time in post, educational level, 
current position and subject area. These background and demographic variables have 
been assessed by recent research as relevant factors in job satisfaction studies. Age, 
gender, time in post and educational level were selected because they are among the most 
investigated factors (Clark, 1996,1997; Sloane and Williams, 1999 and Ssesanga and 
Garrett, 2005) and it could be concluded from the previous literature in Chapter 2 that 
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they have a significant relationship with job satisfaction. Other variables were included in 
the questionnaire as they were mentioned by interviewees, so the researcher believes that 
they may be related to the job satisfaction of university academics. Selecting these 
variables would add further relationships for the study with other variables of this study. 
Section two: Job satisfaction 
The second part covered aspects of job satisfaction. The questions were intended to 
measure factors including intrinsic and extrinsic factors associated with job satisfaction 
(Sloane and Williams, 1999; Bellamy et al., 2003; Houston et al., 2006; Lacy and 
Sheehan, 1997 and Ssesanga and Garrett, 2005). This part of the questionnaire comprised 
47 items to measure factors which were believed to impact on job satisfaction. 17 
questions measured intrinsic factors including self-esteem, self-efficacy, self-actualisation 
and flexibility and autonomy. 30 questions were designed to measure extrinsic factors 
which were related to five facets: work itself, work group, pay, promotion and teaching 
and research. 
All the questions in this study were developed especially for this questionnaire. The 
reason these variables were chosen was that they were drawn from the interview data and 
previous literature and were found to be related directly to academics' job satisfaction. 
Respondents were asked to say how much they agreed with certain statements on a 
five-point Likert scale (strongly agree, agree, undecided / It depends, disagree and 
strongly disagree) with the same rational as above. 
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Section three: The effect of job satisfaction 
The third part of the questionnaire was developed to test the consequences of job 
satisfaction. More and more researchers worldwide have been attracted to job satisfaction 
research because of the effect of the job satisfaction upon academics in recent years 
(Hargreaves, 1994 and Houston et al., 2006). There were a total of eight items on the 
same five-point Likert scale which measured staff turnover and stress, including intention 
to leave the job or early retirement and physical and psychological stress. 
Section four: Other information 
This section included some open questions on overall job satisfaction (measured by I to 
10 scales, from low to high), what factors satisfied / dissatisfied them most, and other 
information they wanted to add. These open questions allowed respondents to give their 
opinion freely. Open questions were asked at the end of the questionnaire, giving 
respondents the opportunity to add anything they felt was important but which had not 
been included in the questionnaire. Although respondents may provide either too much or 
too little information and they are difficult for the researcher to analyze, the open 
questions may result in unexpected and potentially important information. From these 
open questions, the researcher wanted to get a general idea of the level of the academics' 
job satisfaction and which factor gives them the most job satisfaction / dissatisfaction. 
Pilot st!! dy 
A pilot study was undertaken to improve the validity and reliability of the questionnaires, 
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to discover any possible problems in terms of unclear or ambiguous questions, and to 
ascertain academics' opinions and comments about the questionnaire design. English and 
Chinese versions were both conducted for the purpose of testing objectivity and clarity of 
the questionnaire. 
For the English version first, 10 questionnaires were handed to full time PhD students 
majoring in education (most of them used to be academics). 10 Chinese versions were 
e-mailed to the researcher's former university academics and friends who are university 
academics (not the same people as the main sample). All participants were asked to give 
their comments and suggestions about the questions and the questionnaires as a whole. 
Revisions were made to ambiguous and overlapping questions, and to the design and 
wording of questions. 
Questionnaire analysis 
All quantitative data collected through the questionnaires were coded and analysed using 
SPSS (11.5 version) software which is designed to analyze quantitative data quickly and 
in many different ways (Bryman, 2004). SPSS was selected for use in this study for 
several reasons: (a) it is widely distributed; (b) it is easy to use; (c) it could do a wide 
range of analyses from simple descriptive statistics to all kinds of complex multivariate 
analyses; and (d) it is well documented (Stevens, 2002). In this research, both descriptive 
and analytic statistical techniques were used to identify factors contributing to academics' 
job satisfaction, including factor analysis, an 
independent sample t-test and Pearson 
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Correlation analysis. 
Factor analysis is a set of techniques for determining the extent to which variables that 
are related can be grouped together so that they can be treated as one combined 
variable orfactor rather than as a series ofseparate variables (Cramer, 2003, p. 13). 
The objective of the factor analysis in this research was to reduce data by replacing the 
large number of original variables with smaller number of factors. In the questionnaire, 
the job satisfaction part had 38 items that were intended to measure job satisfaction of 
each factor. Factor analysis technique grouped these items into fewer categories. Principle 
components analysis, the Eigenvalues and Scree test were utilized to explore the number 
of factors, and factors were rotated using varimax procedures by which factors with 
significant loadings were extracted. 
Factor analysis can achieve the objective from either an exploratory or confirmatory 
perspective. Exploratory analysis is used to determine what is the most likely factor 
structure for the interrelationship among a set of variables and do not set any prior 
constraints on the number of components extracted, while confirmatory factor analysis is 
used to test the probability that a hypothesized factor structure based on previous studies 
or on relevant theory is supported or confirmed by the data (Cramer, 2003; Hair et al. 
1998). In this research, exploratory analytic technique was used to search for a proper 
factor structure for the interrelationship among variables. Although original variables 
were carefully selected based on the literature review, any variable that did not load on a 
factor was considered and may be excluded from the study. The detailed factor analysis 
can be found in Appendix 4. 
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T-tests were used to compare the mean differences. There are basically three types of 
t-tests: two-sample t-test is used to compare the means of one variable for two groups of 
cases-, Paired-samples t-test is used to compare the means of two variables for a single 
group; and one-sample t-test is used to compare the mean of one variable with a known or 
hypothesized value. One independent sample t-test was applied in this research to 
compute whether there were any significant differences in academics' levels of job 
satisfaction on demographic variables including age, gender, time in post, post, 
educational level and subject area. The level of significance was set at 0.05. 
Correlation analysis was used to measure the association between two variables. A 
Correlation Coefficient (r) is a statistic used for measuring the strength of a supposed 
linear association between two variables. The most common Correlation Coefficient is the 
Pearson Correlation Coefficient, used to measure the relationship between two interval 
variables. Generally, the Correlation Coefficient varies from -1 to +1. The value of 
absolute +1 or -1 indicates a perfect Correlation Coefficient between the two variables. 
The closer the value to +1 or -1. the stronger the association between the two variables 
(Hair, 2006). In this study, the researcher intended to measure the attitudes of academics' 
job satisfaction and how various factors impacted on job satisfaction in China. Pearson 
Correlation analysis technique can help the researcher find the significant association 
between the dependent and independent variables and report the results accurately. The 
significant level was set at 0.05 for statistical analysis. 
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In addition, frequency, mean and standard deviations were used to explore the different 
levels of acadernics'job satisfaction in relation to intrinsic and extrinsic factors. To better 
understand those factors contributing to Chinese academics' attitudes to job satisfaction, 
job related factors were presented from high to low levels and were classified as satisfied 
and dissatisfied factors. 
3.7 Validity and Reliability 
Validity and reliability are important keys to effective research. Validity is an important 
factor in producing successful research, and reliability is a prerequisite of validity. In this 
research, triangulation was used to raise the levels of validity and reliability. 
3.7.1 Validity 
Validity, in a broad sense, Berry (1998) defined as 'the ability of an instrument or 
procedure to perform as intended, as in selection, testing, or training' (p. 529). In other 
words. ) validity 
is a determination of whether the research actually measures what it is 
intended to measure. In term of qualitative research, it refers to the honesty, depth, 
richness and scope of the data achieved, the participants approached, the extent of 
triangulation and the disinterestedness or objectivity of the researcher. Since bias seems to 
be inevitable, researchers should thus aim to minimize invalidity and maximize validity. 
As for quantitative data, validity refers to the careful sampling, appropriate methods and 
statistical treatments of the data (Cohen et al., 2000). Triangulation 
is one way to achieve 
the aim of validating the data. In the current study, both interview and questionnaire were 
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used to study academics' job satisfaction from different perspectives, which help the 
researcher to achieve a more convincing result and enhance the validity of the data. 
3.7.1.1 Intemal Validity 
Internal validity seeks to demonstrate that the explanation of a particular event, issue 
or set of data which a piece of research provides can actually be sustained by the data 
(Cohen et al., 2000, p. 107). 
According to Blumenfeld-Jones (1995), the notion of 'truth' in research - what actually 
happened were used to achieve internal validity. This perspective implies that the results 
of the research come from those participating in the research and the findings accurately 
describe the phenomena being researched. In this study, the researcher described what 
was seen and heard in the interviews and the questionnaires as accurately as possible. It 
was achieved by recording all the interviews for transcribing and translating, peer reviews 
of the transcripts and pilot study of the questionnaire. All the methods satisfy 
triangulation and strengthen data validity. 
3.7.1.2 Extemal Validity 
*External validity refers to the degree to which the results can be generalized to the wider 
population, cases or situations' (Cohen et al., 2000, p. 109). It could be interpreted as 
comparability and transferability which is possible 'to assess the typicality of a situation - 
the participants and settings, to identify possible comparison groups, and to indicate how 
data might translate into different settings and cultures' (LeCompte and Preissle, 1993, 
p. 348). In this study, transferability was boosted by 'thick descriptions' (Denscombe, 
2003) of the research field. To achieve extemal validity, the researcher provided 
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sufficiently clear, detailed description of the research context and rich data from 
interviews and questionnaires for the readers and users of the research so that they can 
decide the extent to which findings from this research are transferable to other situations. 
It is important for this research to have relevant and significant use beyond the context of 
this study. 
3.7.2 Reliability 
Berry (1998) defined reliability as 'the extent to which measurements or evaluations of a 
person are consistent' (p. 527). In other words, the research produces similar results under 
constant conditions on all occasions. It attempts to answer the concerns about the 
consistency of the information collected (i. e., can we depend on the data or findings? ). 
For example, a questionnaire with high reliability will produce consistent results when it 
is implemented each time by different respondents. 
Reliability receives its importance as a criterionfor assessing qualitative research only 
against the background of a specific theory of the issue under study and about the use 
of methods (Flick 2002, p. 220). 
But researchers can go different ways in order to increase the reliability of research. In 
this study, the researcher enhanced reliability in many ways. 
First, the researcher used a systematic strategy for the research design, data collection, 
interpretation and communication of findings through the report. This detailed and 
systematic method allowed other researchers to evaluate the research and analyze data 
easily so that they can come up with the similar conclusions. Second, the researcher tried 
to ensure that enough data was collected to be able to draw conclusions that can stand up 
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to scrutiny. Third, the researcher provided sufficient background information to help 
other researchers access the findings for themselves and help them decide whether they 
agree with the conclusions or not. Finally, the researcher produced a plausible and 
coherent explanation of what she found that can be examined by other researchers. 
3.8 Ethical Issues 
Much educational research involves the use of human participants from whom or about 
whom the data are collected. Since human participants were involved in this study, ethical 
issues needed to be taken into consideration (Wiersma, 2000). The main concern lay with 
the ethical issues raised from the relations between researcher and research participants in 
the investigation process (Bryman, 2004). One ethical principle for social science 
researchers is that the participants should have the right to know what they are researched 
for. 
All participants were university academics engaged in the course of the study. From an 
ethical perspective, the researcher explained the purpose of the research, the process of 
their engagement and the importance of their participation to each participant. For 
instance, the researcher explained that this study was designed to collect information on 
university academics' job satisfaction. It aimed to acquire a greater understanding of 
university academics' attitudes to their work, exploring the factors 
impacting on their job 
satisfaction and identifying the potential consequences of positive or negative 
job 
satisfaction in the Chinese context. The researcher also 
informed the participants that the 
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study was voluntary and they had the right to withdraw from the investigation at any time 
and for any reason. In addition, the confidentiality and the privacy of individuals' data, 
the way of storing data were declared to the participants. The data were only collected for 
research purposes apart from the researcher and people involved in this study no one 
could have access to the data. The researcher also asked the permission from participants 
for tape recording of the interview. 
3.9 Conclusion 
To conclude, the overall review of the methodological considerations provides a 
substantial understanding to the study. The strengths and potential problems of the 
methods illustrated in the study support the importance of applying a mixed methods 
approach with respect to the specific research questions. The representation of the 
research design, justification of data collection methods, preliminary data analysis and 
validity and reliability concerns set a firm basis for the data analysis and discussion in the 
next chapter. 
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CHAPTER 4- Results, Analysis and Discussion 
4.1 Introduction 
In Chapter 2, it was argued that to gain a holistic and comprehensive understanding of 
academic job satisfaction, it was important to examine job satisfaction related factors, 
including personal characteristics, intrinsic factors and extrinsic factors. The conceptual 
framework of the study (Figure 4.1) is repeated here as a reminder of the different factors 
tested in this study. Correspondent with the structure used in the literature review, this 
results and analysis section is based upon these three perspectives. Through this chapter, 
the discussion will explore the main research question: 
What factors impact on the job satisfaction of university academics in China? 
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Intrinsic Factors 
Self-esteem 
Self-efficacy 
Self-actualisation 
Flexibility and 
autonomy 
Extrinsic Factors 
Work itself 
Work group 
Pay 
Promotion 
Teaching and 
Research 
/ 
Job Satisfaction 
v 
Consequences of Job Satisfaction 
Figure 4.1: Conceptual framework of this study 
This chapter will present results, analyses and discussion from the qualitative and 
quantitative data. The sequence of the data analysis for each job satisfaction factor could 
be viewed in Figure 4.2 below: 
'00 
Analysis 
Data Analysis 
Questionnaire 
Analysis 
Figure 4.2: The sequence of the data analysis 
Personal 
Characteristics 
Age 
Gender 
Time in post 
Education level 
Interview 
Analysis 
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The interview data will be discussed first as they are rich in detail derived from 
interaction with participants which provides the basis for the questionnaire design. The 
qualitative analysis of interview data using NVivo 7 aimed: 
to probe into university academics' perspectives on job satisfaction aspects by 
conducting semi-structured interviews, which were used to design the questionnaire 
and checked against the evidence collected from the questionnaire; 
to identify factors affecting university academics' job satisfaction in the Chinese 
context, 
to find what effect job satisfaction has on university academics. 
The quantitative data of questionnaires were analyzed using the SPSS (11.5 version). The 
factor analysis of principal components was used to derive groups of variables to factors 
which provided a basis for further analysis. The detailed factor analysis can be found in 
Appendix 4. The questionnaire has 38 items devised to measure job satisfaction related 
factors which were categorized as nine factors in the factor analysis (shown in Table 4.1). 
Variables with higher loadings were considered more important and had greater influence 
on selected factors. Therefore, aspects for each particular factor were presented from high 
to low significant levels (see Table 4.1). Then each factor will be used for analysis and 
discussion in this chapter, with factors presented in bold and aspects in italics. Frequency, 
mean, standard deviations and a Pearson Correlation were also used to explore the 
relationship between the job related variables and job satisfaction factors. 
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Table 4.1: Factor i nternretnfl nn 
Factor 1: 1 have a sense ofpride in being a teacher Satisfied with self-esteem As a teacher I am appreciated in society 
As a teacher I have high social status People show me respect 
Faci7or -2-, 
My work gives me a sense qfpersonal accomplishment 
1 believe I am qualifiedfor thisjob Satisfied with self-efficacy I am . 
/ully confident in my ability to work well Factor 3: 1 get a sense of satisfaction when students Perform well. Satisfied with I would like to make more effort to improve myseýf self-actualisation 
Factor 4: My work shift is highlyflexible Satisfied with flexibility The teaching content is highlyflexible 
and autonomy The way in which I teach can be highlyflexible Factor 5: 1 am satis ed with my working conditions Satisfied with work itself I am satisfied with the degree of challenge Ijace in my work I am satisfied with the responsibility I have in doing the work I am satis ed with the variety of my work 
I am satisfied with the opportunity to utilize my ability in my work 
I am satisfied with the opportunities for professional development 
Factor 6: 1 believe work relationships with colleagues is very important Satisfied with work group I believe personal relationships with colleagues is very important 
I am satis ed with the team spirit among my colleagues 
My colleagues are supportive 
A harmonious atmosphere among colleagues leads to efficiency 
at work 
We are united and get along well with each other 
Factor 7: 1 am satisfied with the pay in relation to the amount o work I do )f 
Satisfied with pay I am satisfied with the pay in relation to the post I hold 
I am satis ed with the pay in relation to the cost of living in this fil 
city 
Compared with others with similar qualifications who work 
outside the university sector, I am satisfied with the pay 
Compared with others in this university or others'holding a 
similar position in other universities, I am satisfied with the pay 
I am satisfied with the fairness of the pay structure in the 
university 
Factor 8: 1 am satisfied with the present promotion system in this university 
Satisfied with promotion The promotion system is jairfor all 
It is reasonable to scale it with the length of service and research 
achievement 
Factor 9: 1 am satisfied with the teaching hours per week 
Satisfied with teaching I am satisfied with the research workload 
and research It ý better to allow teachers to choose teaching or research as a 
preference 
It ý better to balance the quantity and the quality qf research 
4.2 Job Satisfaction and Personal Characteristics 
The first part to be analysed in the conceptual framework is personal characteristics. As 
there are fourteen interviewees, the small amount is not suitable for analysis; this part of 
analysis will use data from 204 questionnaires. To investigate the role of personal 
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characteristics, the researcher recoded age, length of service, education level and post in 
two categories respectively. By age, they were divided into a group of younger (age<40) 
and older (age>40). By length of service, they were divided into a group of shorter 
(length< 15 years) and longer (length> 15 years). Their education levels were divided into 
higher (PhD level) and lower (Masters and lower level). The post variable was separated 
into lower (assistant teacher, lecturer and other) and higher (associate professor and 
professor). 
Based on the new categorization system, an independent sample t-test was run to examine 
whether each of these personal characteristics affected job satisfaction significantly. The 
results were summarized in Table 4.2. The mean statistics indicated that female, older,, 
longer length of service, higher education level, higher post and arts respondents had 
slightly higher levels of overall job satisfaction, but these differences were not significant. 
Table 4.2: An independent sample t-test on the overall rate of job satisfaction indicated by 
personal characteristics 
N Mean SD T Sig. (2-tailed) 
Gender Male 82 7.2152 . 16869 -. 911 . 363 
Female 121 7.3932 . 11320 
Age Younger 164 7.3106 1.26113 -. 299 . 766 
Older 39 7.4000 1.66627 
Length of service Shorter 166 7.3395 1.26670 -1,497 . 136 
Longer 37 7.8235 1,28624 
Education level Lower 164 7.2716 1.30942 -1.088 . 278 
Higher 39 7.5429 1,46213 
Post Lower 142 7.3151 1.29057 -. 084 . 933 
Higher 60 7.3333 1.47874 
Subject area Arts 134 7.4264 1,31562 1.416 . 158 
Sciences 63 7.1311 1.39613 
Reasons why the choice of measure for average is the mean are: first, from among the 
averages of mean, median and mode, the mean is the most popular one and is a 
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calculation which uses every variable in the questionnaire; it can arguably best show the 
typical value of each variable. Second, as the data in this study is normally distributed, the 
mean is a suitable choice. Median is usually used when the distribution is skewed. Third, 
although the median or the mode may be used when the scale is ordinal, the categories of 
scales are not quite distinct in this study because the intervals between the markings are 
equal (from I to 10 satisfaction scales). The mean is preferred as a summary for this type 
of questionnaire as the scale is rated as arithmetical (Routio, 2007). 
To explore the relationships between job satisfaction and the personal characteristics a 
Pearson Correlation (r) was used. Table 4.3 provides the results that gender, age, 
education level and present post had positive weak non-significant relationships with 
overall job satisfaction. Length of service and subject area had negative weak 
non-significant relationships with overall job satisfaction. This meant that none of 
personal characteristics affected overall job satisfaction significantly, which is consistent 
with prior research studies by Davis (2002) and Sipon (1997). It indicated that there were 
no significant associations between overall levels of satisfaction and personal 
characteristics. 
Gender had no significant influence on any job satisfaction factors, which corresponded 
with the conclusion drawn by Ward and Sloane (1999). The results indicated that the 
gender gap in job satisfaction may disappear within Chinese university academics due to 
their similar levels of education. It may also be attributed to the fact that in Chinese 
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culture masculinity/femininity effects are not obvious (Hofstede, 1991). 
The correlation table shows that age had a significant influence on job satisfaction when 
related to self-esteem and self-efficacy. It is important to note that older academics 
perceived higher levels of satisfaction with self-esteem and self-efficacy. It is not 
surprising to find these results because in the Chinese culture older academics are always 
respected because of their age regardless of the position (Dimmock and Walker, 2000d), 
which may bring them a sense of satisfaction with self-esteem. It is also related to the fact 
that older academics had more cumulative knowledge than younger academics which 
may lead to their higher levels of satisfaction with self-efficacy. 
Data revealed that difference in length of service in higher education did not influence 
differences in satisfaction with any job related factors. It is surprising to draw this finding 
which is consistent with studies by Oshagberni (2000) in the UK, but contrary to the 
findings by Tu (2002) in China. This contrary result may be related to the different 
research groups and time periods compared with Tu's study. Results in this study 
indicated that new entrants and long serving academics had similar levels of satisfaction 
with their jobs. 
The findings showed that education levels did not correlate with job satisfaction factors. 
This is inconsistent with the research studies by Clark and Oswald (1996) and Ward and 
Sloane (1999). This implied that academics' perceptions of job satisfaction fitted their 
expectations with different education levels. With regard to the present post and subject 
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areas, they were included in the questionnaire because some of the interview participants 
mentioned their relationship with pay. However, it is surprising to find that there was no 
significant correlation with any job satisfaction factors. Further analysis for these two 
aspects will be comprised in the pay section later in this chapter (see Section 4.4.3). 
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4.3 Job Satisfaction and Intrinsic Factors 
This section presents the analysis and discussion of job related intrinsic factors from 
interview and questionnaire data, including self-esteem, self-efficacy, self-actualisation 
and flexibility and autonomy. 
4.3.1 Job Satisfaction and Self-esteem 
From the interview transcripts, it was found that attitudes to self-esteem varied from 
negative to positive. Although one of the interviewees (T8) indicated he can not feel that 
the work supported a sense of self-esteem, most of the interviewees reported positive 
attitudes towards self-esteem. All the responses classified as negative, neutral and 
positive can be seen in Appendix 5. 
Regarding the sole interviewee with a negative attitude to self-esteem, he seemed to have 
a lack of self-confidence and have a problem in teaching as seen below. 
I. - Do you like to be a teacher? 
T8: I am an obedient person; I always take the things as they come and I do not have 
too many ideas. Since I have become a teacher, I have to be a teacher. 
I. - Do youfeel that your work supports a sense of self-esteem? 
T8: I did notfeel like that. 
I. - do you alwaysfeel able to do this work? 
T8: I can sayjust so so. Nowadays the students hold quite different attitude from those 
in the old days, so the communication seems to be a problem. 
I. - Are you satisfied with your work? 
T8: I can notfeel satisfied or not, to be a teacher is to teach. 
Self-esteem was identified by the interviewees as an important factor related to job 
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satisfaction. The responses pointed out that the Chinese government has paid more 
attention to teachers and education in recent years and university academics' social status 
has improved a lot, which supports a strong sense of self-esteem for university academics. 
As Kang (2004) stated the investment in higher education has been greatly increased 
since 1998, and strengthening the country through investment in science and education 
has become the national strategy and accepted by the whole population. The change has 
been supported by some of the academics. 
TI: ... 
It ý quite differentfrom several years ago. Only in recent years, I couldjeel this 
kind of self-esteem. 
T4: ... 
It ý ok, and actually, better than previous time 
of university academics has improved a lot. 
T7. - ... 
It's much better than the elder generation. 
academic turns better with the passage of time. 
In recent years, the social status 
The social status of university 
Therefore, it is possible to conclude that with educational changes in China in recent 
years, the new viewpoint of higher education in society has brought great satisfaction to 
university academics' self-esteem. 
In the questionnaire analysis, Table 4.4 shows the frequencies and cumulative percentage 
of the satisfaction with the self-esteem factor. Only 7% of the respondents disagreed that 
this factor contributed to job satisfaction, which indicated academics' high levels of 
satisfaction with self-esteem. 
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Table 4A Satisfaction with self-&-, teem 
Frequency Pei-cent Valid Percent Cumulative Percent 
Valid strongly agree 38 18.6 18.9 18.9 
agree 114 55.9 56.7 75.6 
ndecided 5 17.2 17.4 93.0 
d_i_sagree 14 6.9 7.0 100.0 
Total 201 98.5 100.0 
Missing System 3 1.5- - 
Total 04 100.0 
Mean 2.1244 
Std. Deviation 791IR 
Table 4.5 shows that the satisfaction with the self-esteem factor had significant 
correlations at the 0.01 level (2-tailed) with the five aspects. The positive correlations 
meant that the more strongly respondents agreed with the five aspects, the higher they 
were satisfied with their self-esteem. 
Table 4.5: Satisfaction with self-esteem correlations 
Satisfaction with self-esteem 
a sense ofpride in being a teacher Pearson Correlation . 537** 
Sig. (2-tailed) . 000 
appreciated in society Pearson Correlation . 600** 
Sig. (2-tailed) . 000 
high social status Pearson Correlation . 511 
Sig. (2-tailed) . 000 
people show me respect Pearson Correlation . 565** 
Sig. (2-tailed) . 000 
work gives me personal accomplishment Pearson Correlation . 650** 
Sig. (2-tailed) . 000 
** Correlation is significant at the 0.01 level (2-tailed). 
It is noted that in the interview analysis the majority of academics held positive attitudes 
to self-esteem, which is in accordance with the findings from the questionnaire analysis 
that 93% questionnaire participants agreed with this factor. The results revealed 
academics' high levels of satisfaction with self-esteem. Some studies reported contrary 
findings, for example Rhodes et al. (2007) researched academics'job satisfaction in two 
Schools of Education located within chartered and statutory universities in the UK and 
found that academics rejected the notion of 'prestige derived from association with your 
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university' and ranked low 'society's views'. This indicated that the Western theory may 
not fit the Chinese cultural context. Several interpretations might be offered in 
understanding academics' high levels of self-esteem in this study. Firstly, it might be 
attributed to the fact that academics' sense of recognition and increasing status is related 
to the process of education reform in China in recent years. The Chinese government 
paid more attention to education and emphasized that the development of science and 
education should take priority over other activities (Kang, 2004). Secondly, the 
implementation of Project 211 (MoE, 2001b) aimed at strengthening 100 Chinese 
universities to become first-class universities in the world, has facilitated the 
development of higher education which may bring great motivation for academics. 
Thirdly, the increasing internationalization of Chinese higher education has brought 
academics greater opportunities to study abroad and communicate and cooperate with 
world-wide universities, which might help academics build up a reputation worldwide 
and achieve personal accomplishment (Kang, 2004). Furthermore, it might be attributed 
to academics' comparison of the current situation to that in previous years. The 
improvement of their social status and social recognition might bring them great 
satisfaction with self-esteem. 
4.3.2 Job Satisfaction and Self-efficacy 
For the self-efficacy factor, responses from interviews were provided from two aspects: 
feel qualified for the job' and full of confident in ability to work well'. Most of the 
interviewees believed that they were qualified for the job and were full of confidence to 
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do the work well. Only one interviewee (T8) was not as confident as others and had a 
problem of communication with students; this is the same person who held negative 
attitudes to self-esteem mentioned above. 
I: do You alwaysfeel able to do this work? 
T8: I can say just so so. Nowadays the students hold quite different attitude from those 
in the old days, so the communication seems to be a problem. 
I: Do youfeel that you have the opportunity to use all your skills in your work? 
T8: I have no s ecial skills so I don ýJeel that much. p 
Hence, we can tell from this finding that university academics had high levels of job 
satisfaction with self-efficacy. This implied that academics' sense of efficacy may 
influence their job satisfaction directly in meeting their intrinsic needs of competence, 
and indirectly in achieving high levels of self-esteem by recognition and pride. 
Table 4.6 presents the frequencies and cumulative percentage of the satisfaction with 
self-efficacy factor from the questionnaire data. Only 2% of the respondents disagreed 
with this factor. We can see that the respondents had quite high levels of satisfaction with 
self-efficacy. 
Tnhlf- 4-6- Satisfaction with self-efficacv 
Frequency Percent Valid Percent Cumulative Percent 
Valid strongly agree 54 26.5 26.7 26.7 
agree 115 56.4 56.9 83.7 
undecided 9 14.2 14.4 98.0 
disagree 4 2.0 2.0 100.0 
Total 202 99.0 100.0 
Missing 
Total 
System 
- 
2 
ý04 
1.0 
100.0 
1 
1.9158 Mean 
Std. Deviation . 
69672 
In Table 4.7, we can see that aspects 'qualifiedfor this job' and 'Confident in the ability 
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to work well' had significant correlations with satisfaction with self-efficacy factor at the 
0.01 level (2-tailed). The positive significant correlations meant that the higher 
respondents agreed with the two aspects, the higher they were satisfied with their 
self-efficacy. 
Table 4.7: Satisfaction with self-efficacy correlations 
Satisfaction with self-efficacy 
qualiftedfor thisjob Pearson Correlation . 416** 
Sig. (2-tailed) . 000 
ronfident in my ability to work well Pearson Correlation 1.442** 1 ISig. (2-tailed) 1.000 
** Correlation is significant at the 0.01 level (2-tailed). 
Job satisfaction with self-efficacy was the factor with the strongest satisfaction in the 
current study (see Table 4.26). The responses from both interviews and questionnaires 
revealed the same results: academics had high levels of satisfaction with self-efficacy. 
The majority of academics agreed they were qualified for the job and were full of 
confidence to do the work well. Studies carried out in other countries have reported 
similar results. For example, Caprara et al. (2006) examined over 2000 teachers' 
self-efficacy beliefs as determinants of their job satisfaction in 75 Italian junior high 
schools, and concluded that high levels of self-efficacy beliefs can induce and sustain 
teachers' job satisfaction. It implied that Western theories can be appropriately used in 
Chinese context, but it should be treated cautiously because Caprara et al. (2006) 
investigated school teachers rather than university academics. Chinese academics' high 
levels of self-efficacy are more likely to be related to the knowledge they had. Since most 
academics undertake several years of extended degree study 
before taking a position in 
university, the cumulative 
knowledge they have acquired may bring a greater sense of 
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self-efficacy. The high level of academics' job satisfaction with self-efficacy indicated 
that academics' perceived sense of competence is a source of intrinsic motivation and job 
satisfaction. It could be argued that self-efficacy beliefs could nourish and sustain 
academics' job satisfaction, and efficacious academics have higher levels of job 
satisfaction than those who doubt their competences. 
4.3.3 Job Satisfaction and Self-actualisation 
Responses from interviewees showed high levels of satisfaction related to 
self-actualisation. Eight academics indicated that they would make more effort to improve 
themselves and update their knowledge, as they needed to keep pace with new ideas 
related to changes in the information society. They needed to meet the demands from 
students and society, and they would like to learn more knowledge to share in class. In 
terms of the satisfaction related to the students, six academics commented that the 
strongest sense of personal accomplishment was from students, and they felt a sense of 
pride when they viewed the knowledge students had learned and witnessed their progress 
and achievement. Five academics illustrated that fresh ideas from students could inspire 
them a lot and motivate them in their work. The transcripts indicated that the majority of 
academics mentioned that personal accomplishment came from students which became a 
satisfaction factor in their jobs. TI and T5 even pointed out that the main reason they 
stayed as university academics was that they could achieve self-actualisation in the work. 
TI: The real reasonfor me to be a teacher is that I believe I could learn new knowledge 
continuously and improve myseýfgradually, so Ifeelfairly satisfied with thejob. 
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In my opinion, it is the continuous emergence of challenges and the updating of the 
knowledge from thejob that offered me a chance to improve myself With the personal 
development I canfeel a sense qfpersonal accomplishment. 
T5: Although I am not satisfied with the middle level of the pay, the main reason I 
stayed as a university academic was I can achieve self-actualisation in the work The 
main satisfier is ... I can achieve seýflactualisation in the work 
The high levels of satisfaction with self-actualisation indicated that Chinese academics 
had a desire to achieve the full realization of their potential and sought for the personal 
growth in the work. 
In the questionnaire analysis, Table 4.8 presents the frequencies and cumulative 
percentage of the satisfaction with the self-actualisation factor. It shows 75.0% 
academics agreed with this statement. This indicated that the respondents had quite high 
levels of satisfaction with self-actualisation. 
Table 4.8- Satisfaction with self-actualisation 
Frequency Percent Valid Percent Cumulative Percent 
Valid strongly agree 46 22.5 22.5 22.5 
agree 107 52.5 52.5 75.0 
undecided 46 22.5 22.5 97.5 
, 
disagree 5 2.5 2.5 00 
ýotal 04 100.0 100.0 
.. _ Mean 2.0490 
Std. Deviation . 74115 
As we can see from Table 4.9, two aspects 'get satisfied when students perform well' and 
i make more effort to improve myself' had significant correlations at the 0.01 level 
(2-tailed) with satisfaction with self-actualisation factor. The positive correlations meant 
that these two aspects played a positive role in forming the satisfaction with 
self-actualisation factor. 
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Table 4.9: Satisfaction with self-actualis, 2tion correIntinn-, 
Satisfaction with self-actualisation 
get satisfaction when students perform well Pearson Correlation . 367** 
Sig. (2-tailed) 
. 000 Make more effort to improve myself Pearson Correlation 1.403** I 
-- 
- fSig. (2-tailed) 1.000 
** Correlation is significant at the 0.01 level (2-tailed). 
Findings from the interview and questionnaire have drawn the same conclusion that 
academics had high levels of satisfaction with self-actualisation. This supported 
Hackman and Oldham's (1976,1980) argument that self-actualisation is a moderator of 
the influence of internal psychological variables on job satisfaction (Carlson and Mellor, 
2004). The self-actualisation need is the development and realization of one's full 
potential (Mullins, 2007). Maslow (1970) considered this need as the highest level of 'the 
social needs'. Although Maslow suggested that human needs are arranged in a series of 
levels, a hierarchy of importance, he also makes it clear that the hierarchy is not 
necessarily a fixed order (Mullins, 2007). The results of Alderfer's (1972) study also 
suggested that low-level needs do not have to be satisfied before higher-level needs 
emerge as a motivating influence. This indicated that Western theories were applicable to 
the Chinese cultural context. In China, it was the similar situation that self-actualisation 
can motivate academics to work although they were not satisfied with the pay. 
With regard to university academics, a highly educated group, the drive for creativity and 
self-actualisation may arise despite lack of satisfaction with pay. This special group may 
be more motivated by the intrinsic rewards of work such as challenge, creativity, 
personal growth, and personal accomplishment rather than 
by the jobs that simply 
provide an income. As Tampoe (1993) 
illustrated, the top four important satisfaction 
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factors for knowledge workers, and it could be argued that university academics fit into 
this category, are personal growth, work flexibility and autonomy, personal achievement 
and rewards. For university academics, with long term commitments to knowledge 
creation and knowledge transmission and continuously engaging in exploring the truth, 
the pursuit of higher order needs appears more important than money in motivating them 
to stay in the job. 
4.3.4 Job Satisfaction and Flexibility and Autonomy 
In this study there were a number of aspects related to the work flexibility and autonomy 
provided by the interviewees: 'time flexibility', 'teaching content', 'teaching method'and 
'bureaucracy from school'. 
For the time flexibility aspect, all responses identified that time was flexible, with two 
vacations and no need to stay in the office out of lecture hours. Although they were busy 
sometimes, flexibility in working hours provided a prime difference between an 
academic and a conventional working population. Four academics stated that this was the 
most outstanding characteristic of the university work. Chinese academics have no 
restriction in working hours or even a rigidly defined place of work, Therefore, 
academics can choose when and where they want to work and can work with relative 
freedom out of teaching hours. Academics might have stronger long term work 
commitments than people working in other professions because of this factor. Flexibility 
in working hours of academics may be more likely to benefit women for it allows them 
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to combine a career with domestic and family responsibilities. For example, 
T2: At the beginning of my career, I was unwilling to be a teacher However, when 
considering my tiny baby andfamily responsibilities, I stayed in the universiýy There ý high flexibility and autonomy in my work Time flexibility in university is one of the 
most important reasons I did not change myjob. As time went by, the university offered 
me some chances to further my study in other universities home and overseas, I nearly 
gave up the idea of changing ajob by the end of 80s. 
TIO: Since I became a teacher, Ifound some advantages to be a teacher, and the most 
outstanding one is timeflexibiliýy 
Therefore, we can conclude that academics like time flexibility feature in the work and 
felt satisfied with this factor. 
Regarding the teaching content, most of the interviewees commented that although there 
were basic requirements for teaching materials, there was some flexibility over what they 
used. For example, they can choose to use national teaching materials and can also 
choose other teaching materials freely. For example, 
T4: 70% of the teaching material wasfixed, the remaining 30% could be taughtfreely, 
and I can combine the content with my research interests, working experience or social 
perceptions. 
Four academics mentioned that they have the flexibility to apply and set up modules 
according to their interests or research fields as long as the members in authority 
approved the proposal and the proposal was welcomed by students. The data tended to 
reflect that academics derive a lot of satisfaction from the autonomy in teaching content 
and the opportunity to pursue their own ideas in their working environment. As one of 
academics (T9) commented, the best part of his job is the autonomy to exert his ideas in 
the teaching and research and exchange ideas with students. This kind of autonomy 
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which is based on trust outweighed the demand from the regulations and it is what makes 
him want to be an academic. 
In terms of teaching methods, only three interviewees commented on flexibility here, but 
we can see from the responses that there was some flexibility in this aspect. According to 
responses from two academics, although teaching and research were basically restricted 
fI rom the authority, there was flexibility in teaching method. Another interviewee (T5) 
illustrated that concerning the aspect of academic study, 80% of teaching and research 
are restricted by the basic request from the university and only about 20% of teaching 
methods vary from one academic to another. This implied that teaching methods were not 
totally restricted by the university and academics can teach in their preferred styles which 
may bring them a kind of satisfaction to the work. 
When asked about bureaucracy, data showed that academics expressed different attitudes 
and opinions from the other three aspects. It was noted that most of the attitudes were 
negative. Some of academics commented, 
T5: Flexibility and autonomy were limited as we must fill in various forms in the 
process of teaching because of the educational change in recent years. 
T12: I am not satisfied with the regulations required ftom the authority, because 
sometimes the administrative department can not stand on academics'feet to enforce 
regulations. 
Another response provided by one academic (T13) also commented on the regulations. 
She illustrated that the regulations and quantity requirements confined the creativity of 
academics. In a word, a majority of interviewed academics were clearly dissatisfied with 
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the lack of autonomy related to the imposition of authority and rules without any input 
from academics. This issue may be intensified by the fact that administration groups 
were trying to accommodate educational changes and reforms from the Ministry of 
Education without consulting the academics, and therefore policies had been 
inappropriate or badly planned and executed. Academics had their own ideas to achieve 
the best results in teaching and to run the university. However, lack of this kind of 
autonomy appeared to cause their dissatisfaction with work. This may also imply a sense 
that impersonal regulations sent from the senior management team may be ineffective 
ways to communicate with academic staff because this left them feeling as if they had no 
voice. 
Overall, the responses provided by the interviewees showed that they held different 
attitudes to the aspects related to work flexibility and autonomy. Three interviewees 
indicated that the main satisfier was the work style including the flexibility of working 
hours and opportunities to pursue their own ideas. Two academics recognized that the 
main dissatisfier was regulations from the authority and limitations in research ideas, 
From the above analysis, it could be argued that autonomy was more highly valued than 
bureaucracy in the university. 
Table 4.10 presents the frequencies and cumulative percentage of the satisfaction with 
flexibility and autonomy factor from the questionnaire analysis. It shows 12.3% of the 
respondents disagreed with this factor contributing to satisfaction. 
This percentage was 
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higher than for the other three intrinsic factors, but we can still conclude that respondents 
had moderately high levels of satisfaction with flexibility and autonomy. 
Table 4.10: Satisfaction with flexihilitv nnd mitnnnmv 
Frequency ýercent Valid Percent Cumulative Percent 
Valid strongly agree 19 9.3 9.4 9.4 
Agree 99 48.5 49.0 58.4 
undecided 59 28.9 9.2 87.6 
isagree 20 9.8 9.9 97.5 
_ 
strongly disagree 
_ 
5 2.5 _ 2.5 100,0 
Total 202 99. 00.0 
Missing System 2 1.0 
Total ý04 100.0 
Mean 2.4703 
Std. Deviation 
. 
88751 
Satisfaction with flexibility and autonomy was the last factor to be examined among the 
intrinsic job satisfaction factors in this study. Table 4.11 shows that satisfaction with 
flexibility and autonomy factor had significant correlations at the 0.01 level (2-tailed) 
with all three aspects. The results indicated that all three aspects played a positive role in 
shaping the overall satisfaction with flexibility and autonomy. 
Table 4.11: Satisfaction with flexibility and autonomy correlations 
i Satisfaction with flexibility and autonomy 
work shifl is highlyflexible Pearson Correlation . 371 
Sig. (2-tailed) . 000 
leaching content is highlyfle-xible Pearson Correlation . 547** 
Sig. (2-tailed) . 000 
teaching method is highlyflexible Pearson Correlation . 578** 
Uý '000 
** Correlation is significant at the 0.01 level (2-tailed). 
It was found in both interview and questionnaire analyses that respondents had high 
levels of satisfaction with 'time flexibility', 'teaching content' and 'teaching method' 
aspects. With regard to the 'bureaucracy from school', it had no significant loadings on 
any factors in factor analysis (see Appendix 4- Factor Analysis), so it was excluded from 
the questionnaire analysis. Thus, it was discussed in the interview findings only. 
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Although academics were satisfied with their work flexibility and autonomy, it ranked as 
the sixth satisfaction factor in this study (see Table 4.26). However, satisfaction with 
flexibility and autonomy was ranked as the highest satisfaction factor in studies by 
Bellamy et al. (2003) and Houston et al. (2006). In this study, out of four individual 
flexibility and autonomy aspects, three were ranked at a moderately high level of 
satisfaction: 'time flexibility', 'teaching content' and 'teaching method' (see Table in 
Appendix 6). One possible reason for the low rank of flexibility and autonomy in this 
study might be related to the inclusion of the aspect 'bureaucracy ftom school'. The 
negative attitudes from some of the academics towards the school bureaucracy might 
result in reduced satisfaction with the overall flexibility and autonomy in the work. 
Studies by Lacy and Sheehan (1997) and Ssesanga and Garrett (2005) categorized similar 
aspects in the school administration and management factor, which showed consistent 
results with the current study: academics had low levels of satisfaction with school 
bureaucracy. Therefore, it could be concluded that Western theories can be applied in this 
case to the Chinese cultural context. 
Work flexibility and autonomy have become an increasingly significant aspect of 
motivation and job satisfaction in recent years. According to Mullins (2007), 
Moves towards greater flexibility may afford opportunities for employees to have more 
fteedom and control over their working arrangements and have noticeable effects on 
theirjob satisfaction andperformance (p. 282). 
Academics' flexible working arrangements in terms of working time, working location 
150 
_Chapter 
4- Results, Analysis and Discussion 
and the pattern of working were regarded as the traditional values of higher education in 
China, which provided the opportunities for academics to pursue their own ideas. 
Therefore, it is not surprising to find that academics felt satisfied with this kind of 
flexibility in their work. 
The low level of academics' satisfaction with school bureaucracy might be explained in 
two ways. Firstly, it might be related to the Chinese higher educational change in recent 
years. In the process of educational reform (Willis 2000), the administration group can 
not avoid executing the trial regulations and policies from the Ministry of Education, 
which might be inappropriate or badly planned. Another possible explanation might be 
attributed to the power-centered culture in Chinese society (Dimmock and Walker, 2000b, 
2000c) (see Section 2.6.2). University leaders tended to prevail over the school level 
decisions and managerial tasks, while academics' participation seemed to be uncommon 
and there was limited communication between the administration group and academics. 
The impersonal regulations and the quantitative requirement mentioned by respondents 
indicated that the management team enforced policies without any input from academics. 
Academics seek for freedom to do better in their classrooms and university; lack of this 
kind of autonomy appeared to cause their dissatisfaction with work. 
4.4 Job Satisfaction and Extrinsic Factors 
This section presents the analysis and discussion of job related extrinsic factors from the 
interview and questionnaire sequentially, including work itself, work group, pay, 
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promotion and teaching and research. 
4.4.1 Job Satisfaction and Work Itself 
During the conversation with academics, they provided various aspects related to job 
satisfaction and work. Two interviewees commented that they liked the job because they 
enjoyed the continuous emergence of challenge and innovation from the work. All 
interviewees agreed that there were opportunities to use all their skills in the work. Two 
respondents mentioned their satisfaction with the variety of work because the different 
projects in the work offered the chance to improve themselves and communicate with 
organisations outside the university. However, three academics indicated that just 
teaching and research work seemed to be so dull and monotonous, and they expected 
more variety. When asked about opportunities for professional and career development, 
most commented that few chances existed for individual professional development as 
there were not many training programmes, exchange programmes, forums or conferences, 
and going abroad for study and work required high levels of English and the chances 
were limited. The responses related to work can be exemplified by the following 
representative insights: 
TIO: As young academics, the challenges come mostlyfrom research. 
T7. - As academics, we need a sense of responsibilityfor both students and work. 
T6: There is a big challenge in the career of teachingfor the society is developing so 
fast and academics also have to face the pressure of research task. 
T3: We can make full use of skills in university as all skills can be exhibited in the 
classroom. 
T12: The work is full of variety, including teaching different modules, research, 
management work and various projects. 
TH: Professional development included going abroad work and domestic training 
courses. But these opportunities are limited and hardly happened to young academics. 
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T12: There is a certain amount of domestic communication, but foreign related 
Programmes are few. 
The responses indicated that various aspects of work impacted upon academics' job 
satisfaction. 'Challenges' and 'responsibilities' were highly valued by academics more 
than 'the variety of work' and Professional development'. Generally speaking, nine 
interviewees recognized that they were fairly satisfied with the work, and two of them 
held neutral attitudes. From the interview analysis, it is possible to conclude that 
academics were fairly satisfied with the work itself factor. 
From the frequencies and cumulative percentage of the satisfaction with work factor in 
the questionnaire analysis (shown in Table 4.12), we can see that 75% of the respondents 
agreed with this factor, which meant that academics had a fairly high level of satisfaction 
with work itself. 
Table 4.12: Satisfaction with work itself 
Frequency Percent Valid Percent Cumulative Percent 
Valid 
_ 
strongly agree 23 11.3 11.3 11.3 
agree 130 63.7 63.7 75.0 
undecided 36 17.6 . 
17.6 92.6 
disagree 12 5,9 5.9 98.5 
strongly disagree 3 1.5 1.5 100.0 
Total 204 100.0 100.0 
Mean 2.2255 
Std. Deviation 
. 
78039 
Satisfaction with work itself was one of the most important factors to be considered 
within the overall job satisfaction. Respondents were asked to indicate their levels of job 
satisfaction in six aspects related to work. Table 4.13 demonstrates that all these six 
aspects had significant correlations at the 0.01 level (2-tailed) with satisfaction with work 
factor. The positive correlations indicated that any increase of satisfaction with these six 
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aspects was more likely to cause an increase in overall satisfaction with work. 
Table 4.13: Satisfaction with work itself correlations I 
satisfaction with work itself 
ýorking conditions Pearson Correlation . 457** 
Sig. (2-tailed) . 000 ýhe degree of challenge Iface Pearson Correlation . 558** 1 Sig. (2-tailed) . 000 khe respons bility I have Pearson Correlation . 608** 
Sig. (2-tailed) . 000 
the variety my work Pearson Correlation . 432** 
Si . (2-t iled) . 000 
the opportunity to utilize my ability Pearson Correlation . 600** 
Sig. (2-tailed) . 000 
he opportunities for professional development Pearson Correlation . 575** 
. 
Sig. (2-tailed) . 000 
** Correlation is significant at the 0.01 level (2-tailed). 
In the interview analysis, nine interviewees recognized that they were fairly satisfied 
with the work itself, and two of them were categorized as having neutral attitudes. When 
examining the descriptive statistics of work related statements from the questionnaire, we 
can see in Table 4.12 that 7.4% respondents disagree with their satisfaction with work 
and the mean score is 2.2255, neither in the high nor low level of job satisfaction factors. 
Therefore, it is possible to conclude that both interview and questionnaire analyses 
revealed that academics were fairly satisfied with the work itself factor. Similar findings 
have been reported in other studies by Dodd and Ganster (1996), Taylor and Sarros (2000) 
and Togia (2004). These studies showed that academics were satisfied with the work 
itself related aspects, such as work challenges, work responsibilities, work autonomy, 
opportunities to use potential ability and creativity. This implied that 
both Western and 
Chinese academics value work itself as an important source of job satisfaction. 
As shown in the literature review, many researchers considered meaningful work as an 
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important factor related to individual's job satisfaction, especially fo r 
ac ademi c -knowledge workers. Lucas (1999) pointed out that employees, especially high 
flyers, rank challenging and interesting work and freedom higher on their motivational 
list than money and performance-related pay. 
A report from the Chartered Institute of Personnel and Development also drew 
attention to the management of knowledge workers, highlighting the importance of 
autonomy, challenging work and sharing in the creation of organisational values. With 
the development of new technology it is important to motivate employees to capture, 
share and transfer knowledge (Mullins, 200 7, p. 2 76). 
Therefore, it is not surprising to find that job satisfaction issues led to Chinese 
academics' emphasizing work itself related aspects. One interviewee (TI) even 
commented that the continuous emergence of challenges and the updating of the 
knowledge from the job were the main reason for her to remain as an academic, and she 
felt fairly satisfied with the job for this factor. 
Although data analysis revealed that academics were fairly satisfied with the overall 
factor of work itself, professional and career development aspect needed to be paid some 
attention. Only 47.5 percent of questionnaire participants (see Table in Appendix 6) and 
seven interviewees were satisfied with this aspect. The satisfaction percentage was not as 
high as other aspects within the work itself factor. Five respondents commented that the 
opportunities for relevant professional and career development were too few to meet the 
needs of academics. Some possible explanations might be offered in interpreting this 
issue. Firstly, in spite of the higher education reform (MoE, 2002,2003,2004a, 2005) at 
the time of this research, the higher education system was still in the process of 
development and this inadequacy may have resulted in limited training programmes, 
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exchange programmes, forums or conferences. Secondly, the funding for training in 
higher education might be limited, so professional development opportunities could not 
meet needs of every academic (Mohrman, 2003). Thirdly, academics are a highly 
educated group and might have higher needs for self-improvement than other professions, 
so the drive for self-actualisation may raise their requirements for professional and career 
development. 
4.4.2 Job Satisfaction and Work Group 
In the data from interview transcripts, some academics considered collegial relationships 
as a strong aspect that affected their satisfaction with work. Others were highly critical of 
the poor team spirit of their fellow faculty members. Responses to job satisfaction and 
work group can be summarized and discussed in two main categories: relationship with 
colleagues and team spirit. 
When asked about the relationships with colleagues, all academics agreed that they were 
satisfied with both work and personal relationships with colleagues. They commented 
that good relationship and harmonious atmosphere can influence academics' mood and 
motivate their work,, which was an essential condition to work well. Only one 
interviewee (TI 1) indicated that he was not satisfied with the relationship at the 
beginning which brought a negative effect to his work. He pointed out some possible 
reasons, 
TIP Maybe because I havejust worked in this universiryfor a very short time. Another 
reason probably is that others may have prejudice upon me when I haven't shown my 
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ability out within so short time and maybe because they compete for this post. 
However, the situation was getting better and he felt more personal warmth and kindness 
in the university. The data tended to reflect that the establishment of a harmonious 
atmosphere among academic staff was an important issue in an academic's perception of 
job satisfaction. One potential disruption factor was the competition among academics 
which in some cases can lead to the increased productivity but in other cases can cause a 
negative influence on the working environment. 
Although all academics had high levels of satisfaction with relationships with colleagues, 
it is interesting to find that two interviewees did not think it very important. As they 
illustrated, 
TIO: I do not think it ý very important. The preference of working independently rather 
than team work distinguished Chinese academics from foreign counterparts. 
T2: It ý not very important for a university academic, because we don't need to work 
together most of the time. An attractive point for being a university academic is that 
the relationship in a university is less complex than other works. 
This kind of situation is arguably common in many Chinese universities: academics 
prefer to work in isolation and accomplish tasks alone. However, five academics offered 
a different opinion. They commented that they need the mutual sense of support and 
collegiality and team work is often a more effective way to solve tough problems and 
produce creative ideas. For example, 
TI: ... 
I really need a sense ofsupport and collegialityftom a team tofurther the study in 
myfield and team work is often an effective way to solve problem, 
T12: I think the cultivation of team spirit is very important, but it isiust short of this kind 
spirit here. I really need a team to putforward the project. 
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With regard to team spirit, five of them commented that they run a project together in 
research activities and communicated with each other during the process of preparing 
lessons and case discussion in teaching activities. Four academics commented that team 
spirit was also important in daily life for they were united and cooperated well with each 
other in group activities, such as the chorus for the spring festival party and group work 
in sports activities. The establishment of strong team spirit was an important issue 
because it was crucial for work effectiveness and it was closely related to the qualitative 
improvement of the educational process. 
Although all academics deemed the team spirit was very important, not all of the 
interviewees in this study were satisfied with it. A response given by one academic (TI) 
indicated that they worked comparatively independently and they did not have enough 
chances to cooperate with each other, because academics in the department were 
relatively limited, it is impossible for them to cooperate together majoring in different 
fields and various research areas. She also illustrated that she really needed a kind of 
team work and that it is difficult to work alone without cooperation, and she needed a 
sense of support and collegiality from a team to further the study in her field. According 
to the response given by another academic, 
TIO: We are lacking in team spirit and always work independently. Sometimes we work 
as a group, but comparatively speaking, we do not have too much team spirit and 
communication is a big problem, For example, everyone take one part of the project 
and combine them without communication in the progress, 
The quality of the research achievement in China is comparatively low. It is probably 
because every teacher works independently and sticks to his own idea. We do not have 
strong team spiritfor this reason. Personally, I believe team work is very important, 
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Although sometimes we organize a team training programme, I don't think highly Of its 
effect. Colleagues in our university seldom contact with each other For example, in 
our department, we hold a meeting in every Wednesday afternoon to exchange ideas 
and acknowledge the fresh policy. In daily life, we just attend our respective classes 
and seldom stay in the office. Thus the chances for teachers to communicate are 
limited 
The colleagues are supportive. They can give me a hand as long as I am in trouble. We 
get along well with each other Everyone is ready to help others, but when it comes to 
specific team work theyfail to perform the role as a team member 
Another interviewee (T I I) shared the same view that although the cultivation of team 
spirit was very important, it was not apparent in their work place. He illustrated that he 
liked to work independently because of his personal character. He was a little scared 
about the complexity of human relationships in Chinese society. However, sometimes 
one person was too weak to push forward the work, and he needed a team very much. 
The responses explained that most of academics were not satisfied with the team spirit in 
the work and they were looking for an effective team to implement the plans, develop 
more creative solutions to the problems, understand and support decisions and 
compensate for individual weaknesses. 
Overall, the interview responses relating to the category of work group revealed that 
academics had higher levels of satisfaction with relationships with colleagues aspects 
than team spirit ones. Although the work group factor was at a high level of satisfaction, 
the team spirit aspect still needs to be paid some attention. 
In the questionnaire analysis, Table 4.14 presents the frequencies and cumulative 
percentage of the satisfaction with work group factor. It shows 6.4% of the respondents 
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showed lack of satisfaction with this factor. This indicated that the respondents had quite 
high levels of satisfaction with their work group. 
Table 4.14: Satisfaction with work ormin 
Frequency Percent I Valid Percent Cumulative Percent 
Valid 
_ 
strongly agree 38 18.6 18.7 18.7 
agree 121 59.3 59.6 78.3 
undecided 31 15.2 15.3 93.6 
_ 
disa, eree 12 5.9 5.9 99.5 
_ 
strongly disagree 1 .5 .5 100.0 Lotal 203 99.5 100.0 
Missing I System 11 
.5 Total 204 1100.0 
Mean 2.0985 
Std. DeN iation 
. 78359 
The satisfaction with work group factor was the second extrinsic factor to be taken into 
consideration in this study. In Table 4.15, we can see that all the six aspects answered by 
respondents had significant correlations at the 0.01 level (2-tailed) with satisfaction with 
work group factor. The positive correlations indicated that the higher respondents 
reported themselves satisfied with these six aspects, the higher they were satisfied with 
their work group. 
Table 4.15: Satisfaction with work group correlations 
Satisfaction with work group 
work relationships with colleague important Pearson Correlation . 212** 
Sig. (2-tailed) . 002 
personal relationships with colleague important Pearson Correlation . 217** 
Sig. (2-t iled) . 002 
eam spirit among my colleagues Pearson Correlation . 650** 
Sig. (2-tailed) . 000 
my colleagues are supportive Pearson Correlation . 515** 
Sig. (2-t iled) . 000 
harmonious atmosphere leads to efficiency Pearson Correlation . 360** 
Sig. (2-tailed) . 000 
united and get along well with each other Pearson Correlation . 657** 
Sig. (2-tailed) . 000 
** Correlation is significant at the 0.01 level (2-tailed). 
Both interview and questionnaire results proved that work and personal relationships 
with colleagues contributed significantly to academics' satisfaction with work group. 
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With regard to team spirit, four out of fourteen interviewees commented that they were 
not satisfied with it. In questionnaire analyses, from the Table in Appendix 6, we can see 
that 6.4% of respondents were dissatisfied with team spirit. Although the percentage is 
lower than that in the interview analysis, 19.7% 'Undecided' answers indicated that 
respondents' attitudes to team spirit were neither positive nor negative. Therefore, it 
could be concluded that questionnaire findings supported interview results that 
academics had moderately high levels of satisfaction with their work group, in which 
relationships with colleagues aspects were higher than team spirit ones. 
Previous research showed that, 
positive social relationships with colleagues are important sources of teachers' 
emotional health, because colleagues are seen as a source offriendship and a source 
of social and emotional support; when these relationships don't exist, teachers share 
deepfeelings of dissatisfaction (Zembylas and Papanastasiou, 2006, p. 23 7). 
Lacy and Sheehan (1997) examined academics' job satisfaction across eight nations and 
reported that they were generally satisfied with their relationships with colleagues. 
Similar findings could also be found in other research studies, such as Boyer et al. (1994), 
Oshagberni (1997,1999), Ssesanga and Garrett (2005), Onu et al. (2005) and 
Chimanikire et al. (2007). Satisfaction with work group corresponded with Maslow's 
theory (1970), in which he suggested that interpersonal relationships could lead an 
individual to experience job satisfaction. Herzberg (1968) considered interpersonal 
relationship as a hygiene factor which may create job dissatisfaction, 
This is inconsistent 
with the current study. This reflected that most of Western theories can 
be applied to the 
Chinese context, but not in all cases because cultural issues played an important role 
in 
161 
Chapter 4- Results, Analysis and Discussion 
academics' perceptions of job satisfaction. 
Academics' high levels of satisfaction with the relationship with colleagues might be 
attributed to the fact that Chinese society has long been known for its emphasis on 
Guanxi (relationships) as a guiding principle of social organisations (Cheng and Rosett, 
1991; Fei, 1992). There are also some cultural roots that make interpersonal relationships 
an important issue in the Chinese context (see Section 2.2.2). In Dimmock and Walker's 
(2000b, 2000c) cultural concept, Chinese society was classified as more group-oriented 
with greater emphasis on holistic relationships. The Confucian tradition defines 
individuals in relational terms and relates individuals to their significant others (Bian and 
Ang, 1997). In the Chinese culture the collective is always regarded as greater and more 
important than the individual: self is identified, recognized, evaluated when one relates to 
groups and communities they belong to (Hsiao, 1988). In this sense, it is not surprising to 
find that Chinese academics deem interpersonal relationships as an important part in their 
jobs and had high levels of satisfaction with it. 
With regard to the team spirit aspect, one explanation might help us to understand 
academics' attitudes to team work. In McClelland's (1988) achievement motivation 
theory, he identified four characteristics of people with strong achievement need. One of 
them is the personal responsibility for performance. He illustrated that, 
This kind ofpeople likes to attain success through the focus of their own abilities and 
efforts rather than by teamwork or chance factors outside their control. Personal 
satisfaction is derivedfrom the accomplishment of the task and recognition need not 
comefrom otherpeople (Mullins, 2007, p. 264). 
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As university academics might be this group of people with strong achievement needs, it 
is likely for them to prefer working independently. This also corresponded with Evans' 
(2001) research of interpersonal relations among schoolteachers in primary school and 
academics in higher education. The findings in her study reflected the generally more 
collaborate nature of schoolteachers' working lives in relation to the more isolated nature 
of academics' working lives. 
4.4.3 Job Satisfaction and Pay 
All interviewees made a great number of comments on pay which was deemed to be the 
most critical and strongest factor related to job satisfaction. For example, one academic 
(T3) mentioned that pay questions were the most important questions he wanted to 
answer in the interview. Some different pay related aspects can be found in their 
responses for the further explanation and can be illustrated in Figure 4.3: 
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Figure 4.3: Pay related aspects 
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The majority of respondents from interviews indicated that they were dissatisfied with 
their pay in relation to the amount of work they did. Six academics stated that they felt 
unfairly treated because the pay was not in proportion with the amount of work they did. 
One academic (T3) mentioned that he felt dissatisfied with the large amount of 
non-paying work in relation to the educational reform which was pushed by the Ministry 
of Education. Other evidence also showed that the different types of workload did not 
comply with the pay they received. T2 offered a short comment reflecting the heavy 
supervision work and the low pay: 
T2. - People may think that the income of a professor is relatively high, but they neglect 
that we have to work more than 8 hours a da Those who deal with international trade Y 
in companies can easily earn RMB 5,000. While we have to revise so many 
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assignments and dissertations and supervise the postgraduate students with nearly 
nothing rewarded 
T5 stated the heavy optional course work and low pay: 
T5. - The salaryfrom these optional courses is the same as regular course, but we need 
to do more work, including compiling a complex didactical proposal, preparing and 
marking exam papers, and establishing marking and analyzing standards. I am 
unwilling to teach this kind of course which costs me about 30 hours to earn only RMB 
1000. We workftom shoulder to collar, but our income is only in a lower middle level. 
T 12 illustrated his great effort to the work and the low reward: 
T12. - In relation to the amount of work that I do, I think the reward is not enough, far 
from enough. Holding such a key position, I devoted all my energy and strength and 
made great contribution to the university, but the reward is low Nowadays, university 
academics don't receive pay according to the amount of work they do, They put in a lot 
of invisible efforts. For instance, they design a system or aftame which will do great 
help to the development of the university without getting any pay. I apply for a project 
successfullyfor the university with tens of millions offunds, but I have no reward So I 
feel extremely unfair 
Although three academics stated that they were fairly satisfied with the pay and the 
amount of work, seen from the above comments, it could be argued that many of the 
respondents were dissatisfied with the various kinds of workload and the low pay. They 
held the view that the pay system lacked fairness relative to the huge amount of effort 
they made and the reward was far from their expectations according to their contribution. 
Pay related to pos 
With regard to pay related to post, it is true that higher post of academics received 
higher 
pay, but we can not simply say that post was a 
decisive factor of the pay. One respondent 
(T2) commented that pay is related to the post, 
but those professors who are already 
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50-60 years old earned more than the young academics mainly because of their length of 
service and achievements. There was a relatively rigid system of pay determination in the 
university, in which advancement was by number of years of working experience. Pay 
increment was in accordance with the increase of length of service. It did make sense if 
academics' pay was compared with people of the same age in different industries. When 
talking about pay and post, we can find other responses, for example, 
TI: Pay doesn ý comply with the educational level we have received 
T2: Post is not in proportion to the income. 
T14: I hold a higher position which is not in proportion to a middle level salary, 
The comments reflected that academics were not satisfied with the pay related to post 
they held. With the high levels of post and education, academics had high expectations 
with regard to the pay. 
Pay related to the cost of living in this city 
When commenting on the dissatisfaction with pay, a majority of respondents talked about 
the low level of pay related to the cost of living in this city. Seven of them expressed 
disappointed feelings about the pay compared with the average income in the city. They 
illustrated that in view of high living expenses in this tourism city, their earnings 
improved slowly and such imbalance was really a problem. One academic (T5) 
highlighted the high house pricing market in this city and commented, 
T5: It is really a dream to buy a house in this city with the current salary. I can only 
make a living now 
This result was highly related to the selected sample regions. Different regions with 
166 
Chapter 4- Results, Analysis and Discussion 
different living expense levels strongly influenced academics' satisfaction with pay. 
Pav compared with similar ciualifications outside universities 
In the data of interview transcripts, when talking about the pay factor, academics 
compared themselves with a wider group than just other academics when evaluating their 
pay. Interviewees compared their pay with people holding similar qualifications in 
industry. They identified a 'pay gap' with people with similar capabilities who worked in 
other professions. In other words, academics' job satisfaction was not only affected by 
their own absolute pay level, but also by their pay relative to some expected level and 
comparison group. Consequently, they commented that the general pay level of 
university academics was low and they felt a lack of equilibrium. Taking the knowledge 
required and the workload into account, they felt dissatisfied with the pay compared with 
other professions. Most academics faced several years extended degree study before 
taking a position in a university, the high investment in human capital may cause their 
high pay expectation and pay arguably became a decisive factor for their commitment to 
the work. 
In addition, two respondents compared their pay with the postgraduates they have 
already supervised. They illustrated, 
TH. - They (postgraduates) earn more than RMB 100,000 per year I think university 
academics 'income should at least reach this level. 
T13. - I deem RMB 8,000 per month is a more reasonable fgure. There are not large I 
numbers ofprofessors in society while an ordinary graduate can earn more than RMB 
6,000 in Huawei Corporation. My present salary is around RMB 5,000, not too much. 
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These comments reflected academics' perceptions of the deserved levels of pay. In 
evaluation of their pay position, they compared with the graduates they supervised and 
deemed that they deserved to have the same level of salary. 
Another academic (T5) compared his pay with people working in companies and 
commented that not only was his low pay but there were also few fringe benefits: 
T5: Compared with schoolmates working inforeign capital or state-owned companies, 
my income is low. There was also a relative absence of benefits such as house subsidy, 
company cars, subsidized meals, profit sharing schemes and bonus which were common 
for other types of highly qualified employees with the similar education level. 
This comment implied that among the people with high qualifications academics were 
generally regarded as the low paid group. Therefore, it is interesting to find whether other 
job related factors can compensate for the dissatisfaction with pay in their perceptions of 
job satisfaction. It could be argued that university academics' pay was in a low level 
compared with people holding the similar qualification outside university. Academics' 
comparisons of their salary provided the largest influence on reports of their current job 
satisfaction with pay. 
Pay compared with people holdinii similar position in universities 
Interview transcriptions demonstrated academics' attitudes to pay compared with people 
holding similar positions in universities. It was found that university academics' pay 
varied between regions, subjects and universities (shown in Table 4,16). 
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Table 4.16: Responses in relation to pay compared with people holding similar position 
in universities 
Pay compared w th sition in niversities people holding simiTa-rpo U 
Pay varies TI: Compared with other universities in Dalian, it's not high. In relation to the cost of living in this 
between citý, the salary is a kind of reasonable. But in other big cities, like Beijing and Shanghai, their salary 
regions is much higher than ours. And it's not as good as those in similar cities. Compared with the teachers in 
similar universities with the same professional position, my income is in a lower middle level now. 
T4: I think this varies between regions. Compared with universities in BeiJing and ShangHai, our 
income is low, but compared with the schools within the northeast area, I think it's ok. 
T9: Evident gap exists between south and north regions. In the north of China, there is also great 
difference. Even in DaLian, there is difference. 
T 10: We are in the lower level. There are data indicating this. We communicated during the research 
conference. Generally speaking, the pay in universities in south is much higher than those in north, 
Theý earn tNvice as much as us with a similar position. 
T13: It varies between regions. The income here is moderate in northeast area, but much lower 
compared with universities in south. 
T14: Compared with teachers working in a well developed city, teachers earri relatively low here. 
There is a big gap between the income of us and teachers in University of Foreign Economy and 
Trade in Beijing even though we do similar work in the same subject area. My conclusion is that the 
general salary level of university teachers in this region should be improved. 
Pay varies T8: It can be only compared with Foreign Language Department. In the Business and Economic 
between department, a project can bring millions of profits, and compare with them we can feel 
subjects disappointed. 
T 13: The income of teachers from different schools also varied within this university. Though we are 
in the same university, we are offered unequal opportunities. 
T 14: From my own perspective, my income belongs to the middle level among professors. The 
income varies for each department undertakes different kinds of projects and programmes which 
affect the earnings, 
Pay varies TI: The pay may be affected by the reputation of the universities, such as -211 projects". What I 
between expect is to get to a middle higher level. 
universities T3: In the previous time, the salary in our university and DaLian University of Foreign Languages 
is the highest, but now it is DaLian University of Marine and DaLian University of Technology. 
That is because they are among the '211 project' universities and the pay is related to it. 
T7: Each university has their own conditions and the subjects are different. The salary in the DaLian 
University of Marine and DaLian University of Technology may be at an even higher level, The 
income standard here is just around the middle. 
T9: There is great gap between universities, e. g. -211 projects" universities will get more fund from 
the country. 
The focal point of interview responses was that pay varied with regions. Six interviewees 
commented that there was a wide gap of university academics' pay between this region 
and the south part and big cities. What academics in this region expected was that the 
general pay level can be improved and the pay gap between regions can be reduced. In 
other words, academics will be more satisfied with the pay when it is fair across the 
whole country. 
With regard to pay varying between subjects, one interviewee (T8) reported that science 
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academics earned more than academics majoring in arts because they undertook more 
projects. Other responses also revealed that the pay varied from each department as they 
undertook different kinds of projects and programmes which affected their earnings. It 
was the reason that one academic J12) was satisfied with her total earnings including 
the benefit shares from the projects but dissatisfied with her salary from the university. 
Furthermore, pay varied between universities. Three interviewees mentioned the higher 
pay in 211 Project universities. This aspect may be related to higher educational changes 
in recent years. Project 211 was launched in China in the late 1990s aimed at 
strengthening about 100 universities, and all the 211 Project universities have received 
higher levels of funding, support, status and recognition from the state, local 
governments and higher education institutions (MoE, 2001b). Therefore, the different 
investment in various universities may affect academics'job satisfaction for it related to 
the pay system. 
From the responses we can see that compared with people holding a similar position in 
universities, most of university academics in the interviews were not satisfied with their 
pay for it varied with regions, subjects and universities. It could be argued that greater 
job satisfaction may be reported when the gap can be filled and the pay is fair for all 
academics in the country. 
Table 4.17 presents the frequencies and cumulative percentage of satisfaction with the 
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pay factor from the questionnaire analysis. The results showed 26% of respondents either 
strongly agreed or agreed with this factor. This percentage was much lower than that in 
other factors we examined before. It meant that academics had moderately low levels of 
satisfaction with pay. 
Table 4.17: Satisfaction with Dav 
Frequency Percent Valid Percent Cumulative Percent 
Valid 
_ 
strongly agree 7 3.4 3.4 3.4 
agree 46 22.5 22,5 26.0 
undecided 68 33.3 33.3 59.3 
disagree 59 28.9 28.9 88.2 
strongly disagree 24 11.8 11.8 100.0 
Total P04 100.0 100.0 
Mean 3.2304 
Std. Deviation 1.03670 
In exploring the satisfaction with pay factor, respondents were asked to point out their 
levels of satisfaction in six aspects related to pay. From Table 4.18, we can see that all 
correlations were significant at the 0.01 level (2-tailed). The positive correlations 
between satisfaction with pay and these six aspects indicated that any increase in the six 
aspects was accompanied with the increase in their satisfaction with pay. 
Table 4.18: Satisfaction with pay correlations 
Satisfaction with pay 
pay in relation to the amount of work Pearson Correlation . 
728** 
Sig. (2-tailed) . 
000 
pay in relation to thepost Pearson Correlation . 683** 
Sig. (2-tailed) . 
000 
pay in relation to the cost of living Pearson Correlation . 717** 
Si 
. 
(2-tailed) 
. 
000 
pay compare outside university Pearson Correlation . 774** 
Sig. (2-tailed) . 
000 
pay compare inside university Pearson Correlation . 734** 
Sig. (2-tailed) 
. 
000 
ess of the pay structure Pearson Correlation . 598** 
, 
Sig. (2-tailed) 
. 
000 
** Correlation is significant at the 0.01 level (2-tailed). 
Both interview and questionnaire analyses revealed similar results, that pay was the 
strongest dissatisfaction factor of university academics. One disparity worth noting was 
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that three interview respondents believed that pay varies between arts and science 
departments, as they undertook different kinds of projects and programmes which 
affected their earnings. However, it is interesting to find that there were no significant 
correlations between pay and subject areas in the questionnaire analysis (shown in Table 
4.19). The disparity between findings might be explained in two possible ways. First, the 
sample was different in interview and questionnaire studies, so results were based on 
their representative samples. The other possible explanation was that pay varied with 
subjects, but both science and arts academics had high levels of dissatisfaction with their 
pay. 
Table 4.19: Correlations between pay and subject areas 
subject areas 
I am satisfied with my pay Pearson Correlation . 037 
Sig. (2-tailed) . 602 
the pay in relation to the amount of work Pearson Correlation . 019 
Sig. (2-tailed) . 796 
th e pay in relation to th e post Pearson Correlation . 045 
Sig. (2-tailed) . 528 
the pay in relation to the cost of living Pearson Correlation . 013 
Sig. (2-tailed) . 855 
pay compare outside university Pearson Correlation . 085 
Sig. (2-tailed) . 237 
pay compare inside university Pearson Correlation -. 053 
Sig. (2-tailed) . 458 
thefairness of the pay structure Pearson Correlation -. 054 
Sig. (2-tailed) 455 
Pay was the factor in the current study which revealed the lowest level of satisfaction 
among university academics. The similar findings have also been reported by other 
researchers. For example, in developed countries, studies by Oshagbemi (1997,1999), 
Ward and Sloane (2000), McInnes (1999) and Houston et al. (2006) all revealed that 
academics derived job dissatisfaction from the pay factor. In developing countries, 
findings in Ssesanga and Garrett (2005) and Chimanikire et al. (2007) are also consistent 
172 
Chapter 4- Results, Analysis and Discussion 
with the results in this study. By comparing the findings across different studies, it could 
be argued that academics had high expectations of pay in their work regardless of the 
culture and ethnic background. 
Pay is arguably one of the most critical factors in relation to the overall job satisfaction. 
Mullins (2007) evaluated Maslow's needs theory and considered that some rewards or 
outcomes at work could satisfy more than one need in his hierarchy, for example, high 
salary or promotion can be applied to all levels of the motivation hierarchy. Herzberg 
(1968) regarded salary as a 'hygiene factor' which could induce individual's job 
dissatisfaction, if absent or deficient. In this study, the findings revealed that academics 
reported high social status, high social respect, stable income and middle level of pay, but 
they still had low levels of satisfaction with pay, which is consistent with Herzberg's 
theory (1968). One possible reason for these results might be explained by the Equity 
theory (Adam, 1963) which assumed that pay satisfaction is the result of social 
comparison with other people. A feeling of inequity in pay could cause individual's low 
pay satisfaction. If Adams' equity theory is applied across the world, it is noted that 
individualistic cultures place a higher regard on equity, whilst collectivist cultures value 
equality more than equity (Chen, 1995). Therefore, in the collectivistic Chinese culture 
(Dimmock and Walker's 2000b, 2000c) (see Section 2.2.2), it is not difficult to find that 
academics were not satisfied with the pay in this study, as most of the respondents held 
feelings that their pay was not in proportion to the amount of work they did, the post they 
held, the high living expenses in this city, and comparisons with people holding similar 
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qualifications in other industries were not favourable. Results from this analysis also 
indicated that Western theories can be applicable in the Chinese cultural context. 
4.4.4 Job Satisfaction and Promotion 
For questions assessing university academics' attitudes to promotion, responses from 
interviews can be summarized into two categories: promotion system and promotion 
scale. 
When asked, 'What do you think of the promotion system in this university? Is it fairT 
seven of the interviewees indicated that it is basically / comparatively fair, but five 
commented on the lack of justice and fairness of the current promotion system. For 
example, 
TIO: As a system it is always in the interests of a certain group and can not be 
comprehensive. People who benefitftom this system would certainly speak highly of it; 
otherwise others may not like it. 
The fierce competition and limited quota sometimes seemed to create negative feelings 
and consequences for academics' work and collegial relations. In this system, academics 
voted to decide whether the candidates with the same length of service and similar 
teaching and research achievements were qualified or not. For this reason, personal 
relationships with colleagues and management team seemed to be important to gain 
promotion opportunities. One respondent (T I) complained about this system, 
TI: In my opinion, it depends on our own abilities; everyone with qualified ability 
needs to be promoted It should not be limited with the quota and the senior 
management team needs to view it objectively. 
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Another interviewee (T9) also commented that he was not satisfied with this system 
because there should be a standard for the competition process and the limitation by 
quota was unnecessary. The responses reflected that many academics held negative 
attitudes to the current system of academic evaluation and prospects for promotion. 
There was a widespread perception that there was some corruption in the promotion 
system and it will be a long way to go to establish an objectively comprehensive 
evaluation system. 
In terms of promotion scales, academics talked about length of service, teaching and 
research workloads and achievements. Generally speaking, the number of years' work 
experience was a determinant factor for promotion. The interval for applying for 
promotion was five years, except when an individual was distinguished with research 
achievements. Research was another decisive factor for promotion. Six responses 
indicated that the more research achievements you obtained, the faster you would be 
promoted. They also recognized some problems related to this scale. First, it is hard for 
academics to balance teaching and research work. For promotion, research played a 
decisive role which negatively affected the passion of those academics devoted to 
teaching. For example, 
T7. - Both teaching and research systems are usedfor the evaluation ofpromotion, but 
it ý hard to balance them, Research is considered more important than teaching in 
promotion, which demotivated academics specializing in teaching. 
Second, most of academics devoted their time to writing and publishing papers for 
promotion purposes, but the quality of publications should be doubted. The quantity 
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requirement for the publication could result in low quality of research. 
TI: The university requires an amount o research work which is assessed once a year ýf 
and is related to the reward. However, it takes several years to work on a high quality 
project and the quantity requirement could lead to low quality in the research. 
Furthermore, as research achievement was deemed as a key condition for promotion, 
problems arose regarding the lower status of teaching quality. The results showed that a 
simple scale with quantity of publications for promotion would lead to low teaching and 
research quality, which raised the consideration of negative consequences. Hence, in data 
analyses of the promotion factor, responses provided some problems with the promotion 
system and scale standard, so it is not surprising that academics felt dissatisfied with the 
promotion factor. 
In the questionnaire analysis, Table 4.20 presents the frequencies and cumulative 
percentage of the satisfaction with promotion factor. It shows 28.1% of the respondents 
either strongly agreed or agreed with this factor and 32.5% of the respondents either 
strongly disagreed or disagreed. Interestingly, the largest part of the respondents (39.2%) 
chose undecided. Although it could be concluded that academics were dissatisfied with 
the promotion factor, the result was weak due to the large proportion of undecided 
answers. However, the mean score of 3.0739 and a standard deviation of . 94892 strongly 
supported the result that Chinese academics had low levels of satisfaction with 
promotion. 
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Table 4.20: Satisfaction withmornotion 
_ 
Frequency Percent Valid Percent Cumulative Percent 
Valid 
_ 
stronýly agree 7 3.4 3.4 3.4 
agree 50 24.5 24.6 28.1 
ndecided 80 39.2 39.4 67.5 
disagree 53 26.0 26.1 93.6 
strongly disagree 13 6.4 6.4 100.0 
Total 203 99.5 100.0 
Missing Isystem 11 
.5 Total 1204 100.0 
Mean 3.0739 
Std. Deviation 
. 
94892 
Table 4.21 shows that the satisfaction with promotion factor had significant correlations 
at the 0.01 level (2-tailed) with all three aspects. The results meant that these three 
variables played a positive role in forming the satisfaction with promotion. The higher 
respondents agreed with the three aspects, the higher they were satisfied with promotion 
factor. 
Table 4.2 1: Satisfaction with promotion correlations 
Satisfaction with promotion 
the present promotion system Pearson Correlation . 692** 
Sig. (2-tailed) . 000 
thefairness ofpromotion system Pearson Correlation . 746** 
Sig. (2-tailed) . 000 
promotion scales Pearson Correlation . 589** 
, 
Sig. (2-tailed) rooo 
** Correlation is significant at the 0.01 level (2-tailed). 
Questionnaire results are consistent with interview findings, in that more than half of 
respondents held negative attitudes to the promotion factor. The findings were in 
correspondence with other researches, such as studies by Oshagbemi (1997,1999), Ward 
and Sloane (1999), Togia (2004) and Ssesanga and Garrett (2005), which revealed that 
academics had low levels of satisfaction with promotion. This indicated that academi& 
dissatisfaction with promotion may be universal, occurring in both developed and 
developing countries. Academics' negative attitudes to the promotion might be explained 
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by some points. One is the close relation between pay and promotion. Promotion would 
lead to an increase in pay. A perception of inadequate pay might have a strong negative 
impact on reports of satisfaction with promotion. Dissatisfaction with pay fueled 
dissatisfaction with promotion opportunities, perhaps as academics seek to compensate 
for the unsatisfactory pay with higher promotion expectations. Another point worth 
mentioning is that academics' dissatisfaction with promotion might arise from being 
unappreciated and unrecognized for their achievements and efforts, which may affect 
their self-esteem and make them unhappy. Academics expressed their negative feelings 
about promotion as they felt no way to gain rewards for the excellent performance and 
great achievements and efforts. Further explanation might be related to concerns about 
the corruption in the promotion system and the effects of human relationship factors. In 
this study, some respondents noted that personal relationships with colleagues and 
decision makers were important for promotion and that the promotion system was 
injustice, was always in the interests of a certain group and not comprehensive. This 
feature in Chinese society is described in Dimmock and Walker's (2000b, 2000c) cultural 
dimension as holistic relationships (see Section 2.2.2). In this cultural concept, leaders 
are more likely to put interpersonal relationships before task achievement and make 
promotion on basis of a combination of contracts, relationships and performance 
(Dimmock and Walker, 2002). The interview responses indicated that the fairness and 
transparency of the promotion procedure were critical for academics' attitudes to the 
promotion system. It is suggested that decision makers should avoid taking personal 
relationships into consideration and hold objective views when handling promotion 
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matters. 
4.4.5 Job Satisfaction and Teaching and Research 
Teaching and research are primary roles of university academics which significantly 
impact on their job satisfaction. When talking about the teaching aspect, the majority of 
interviewees considered teaching workload as moderate, the basic requirement for 
teaching workload was not too much (for a lecturer it is 180 hours per academic year, for 
an associate professor 160 hours and for a professor 120 hours). However, three 
academics held different attitudes and stated that the teaching workload was a little too 
much which competed with research time, but one (TIO) also illustrated that compared 
with other universities, frankly speaking the teaching workload was at a moderate level. 
Another point agreed by academics was that research outranked teaching in the 
university reward system. The research and publications were essential for promotion 
which resulted in low teaching quality. Teaching was more difficult to be evaluated than 
research, although students can appraise academics and score teaching activities. In the 
university, if the research was over valued, it is rational for academics to concentrate 
more on research and to the detriment of teaching, and in the long term the quality of 
teaching would decrease. Academics who wished to get promoted would deliberately 
spend more time on research. As a result, to some extent, partial teaching efforts were 
devoted to research. 
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Academics commented extensively with regard to the research aspect; their views can be 
summarize as several main issues. First is the assessment of research achievement. Two 
interviewees complained about the standards used to assess research and stated that 
university required an amount of research work which was assessed once a year and was 
related to reward, but it took long time to work on a research project to a high quality. 
They suggested that it is better to evaluate it over more than one year. Response from 
another interviewee even indicated,, 
T4: It was no use to regulate and assess the research workload ever year; because the y 
aspirant academics will overwork while others will notfor they do not care about the 
reward. 
Another issue most of interviewees commented on was the balance between quality and 
quantity of research. The quantity requirement from the authority would result in many 
problems, such as low research quality, low teaching quality, more plagiarism and 
deception and more stress for academics. For example, one academic (T2) expressed his 
negative feelings, 
T2: The main dissatis ers were the requestfor the quantity of workload and the stress ýfi 
derivedfrom it. The quantity requirement restricted the professional development. It 
took several years to finish an excellent paper, but now it is quite the contrary, we need 
to publish several papers a year Under such circumstance, the quality is a big 
concern. 
Another interviewee (T5) held her opinion that higher education required the full 
devotion of passion from academics. They need to love their jobs and be full of interest 
to do the research, but not forced to work to meet the quantity requirement. 
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Two interviewees pointed out a further problem that the coordination between teaching 
and research fell down sometimes. They commented that teaching and research are 
interdependent on each other. A teacher can not teach well without the supportive 
research knowledge; at the same time, when research is applied to teaching, it is useful 
and practical. However, nowadays sometimes research does not serve for teaching 
purposes and the two have become separated from each other because the university 
highlights the importance of research outcomes. Most of the academics work on research 
for reward and promotion which is inconsistent with teaching purposes. The problem is 
that academics are not short of the ability to do research, but the result of the research is 
not practical at all. The comments reflected that the competitive relationship between 
teaching and research rather than a complementary relationship resulted in many 
problems which caused academics' dissatisfaction with the job. 
In the data of interview transcripts, six academics indicated that their stress mainly came 
from the research requirement and that the teaching work in comparison was moderate. 
Hence, from the interview analysis, regarding the problems they mentioned concerning 
the research aspect, it is possible to conclude that academics had higher levels of 
satisfaction with teaching than with research. 
Table 4.22 presents the frequencies and cumulative percentage of the satisfaction with 
teaching and research factor from the questionnaire analysis. We can see that 15.7% of 
respondents gave negative responses to this factor. This indicated that academics had 
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moderately high levels of satisfaction with teaching and research. 
Table 4.22: Satisfaction with teachincy . 9nd rf-.,, t-.. qrf-h 
Frequency Percent Valid Percent Cumulative Percent 
Valid 
_ 
strongly agree 7 3.4 3.4 3.4 
agree 110 53.9 53.9 57.4 
undecided 55 27.0 27,0 84.3 
disagree 28 13.7 13.7 98.0 
strongly disagree 4 2.0 2.0 100.0 
Total 204 100.0 1 100.0 
Mean 2,5686 
, Std. Deviation 84235 
Satisfaction with teaching and research was the last factor to be taken into consideration 
in this study. Respondents were asked to indicate their levels of satisfaction to four 
aspects in relation to teaching and research. Table 4.23 shows that all the correlations 
between satisfaction with teaching and research and four aspects were significant at the 
0.01 level (2-tailed). The positive correlations indicated that a high satisfaction with four 
aspects was more likely to lead to high levels of satisfaction with teaching and research. 
Table 4.23: Satisfaction with teaching and research correlations 
Satisfaction with teaching 
and research 
reaching hours per week Pearson Correlation . 
556** 
Sig. (2-tailed) . 000 
Research workload Pearson Correlation . 471 
Sig. (2-tailed) 
. 
000 
Choosing teaching or research as a preference Pearson Correlation . 195** 
Sig. (2-tailed) 1 
. 
005 
balance the quantity and the quality of research Pearson Correlation 4 226** 
Sig. (2-tailed) 001 
** Correlation is significant at the 0.01 level (2-tailed). 
The mean of 2.5686, a standard deviation of . 84235 and 57.4 percent satisfaction rate 
(shown in Table 4.22) all revealed that academics had moderate levels of satisfaction 
with teaching and research. In the interview analysis, although most of the respondents 
did not express dissatisfaction directly with their teaching and research, 10 out of 14 
interviewees pointed out that they have experienced problems and difficulties in these 
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aspects. Therefore, the opinions were widely divided depending on individual 
circumstance and it could not be simply concluded that the findings in interview and 
questionnaire are consistent with each other. Research in other countries, such as Clark 
(1999) in the US, Henkel (2000) in the UK and Bellamy et al. (2003) in Australia, 
reported that academics were truly motivated and satisfied with teaching and research, 
which is to some extent inconsistent with the findings in the current study. However, the 
argument (Houston et al., 2006) of the ongoing tension between teaching and research 
particularly in terms of demands on time and variable recognition and rewards, supported 
the results of this study. 
It could be argued that the main roles of the university academics were teaching and 
research, which were interdependent on each other. When teaching and research were 
integrated together, the outcomes could be useful and practical. However, a certain 
number of respondents noted a competitive relationship between teaching and research, 
not a complementary one. The related problems in teaching and research and the great 
concern for the quality of higher education raised some academics' negative attitudes to 
job satisfaction. One possible explanation could be the professional evaluation of the 
university. A major point of agreement among respondents in this study was that research 
outranked teaching in the university reward system. Despite the increase of teaching 
awards and social affirmations of the importance of teaching, it was still the case that pay 
and promotion continued to depend more on research productivity than on teaching 
performance. There was little doubt that the university had a high expectation of the 
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research achievement because it is customary to take research productivity as the criteria 
for evaluation of academics' work. In this case, there was an obvious separation and 
competition between teaching and research work in universities. Another possible 
interpretation is the emphasis of the externally funded research projects. In the process of 
decentralization and marketisation of higher education (Jiang, 1995; MoE, 2001b), 
universities have needed to respond to societal pressures and market forces demanding 
applied research. Research needed to meet the requirement of local government, business 
leaders, non- governmental organisations, elementary and secondary schools because they 
provided significant financial support (Willis, 2000). Although on campus teaching and 
research were academics' foremost tasks, no academics can avoid external research work 
as it is essential not only for generating extra salaries but for maintaining esteem in the 
eyes of peers. Thus, it is not surprising to find the competitive relationship between 
teaching and research in Chinese universities. 
4.5 Overall Job Satisfaction 
In addition to the factor analysis reported above, levels of overall job satisfaction were 
measured separately by 'l: dissatisfied' to '10: satisfied' scales, from low to high in the 
questionnaire. Table 4.24 summarizes the descriptive statistics for the overall rate of job 
satisfaction and Figure 4.4 gives the graphical representation. The mean (M=7.3, 
SD=1.34) reveals that the average rate of job satisfaction of this group of respondents is 
7.3 out of 10, with a range of 2 to 10. This meant that this group of university academics 
had different levels of job satisfaction. In general, a mean of 7.3 indicates that they were 
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satis ied with the jobs and had high levels of overall job satisfaction. 
Table 4.24: Overall rate of iob satisfaction 
Frequency Percent Valid Percent Cumulative Percent 
Valid dissatisfied 1 
.5 .5 .5 3.00 1 
.5 .5 1.0 4.00 3 1.5 1.5 2.5 
5.00 12 5.9 6.1 8.6 
6.00 27 13.2 13.7 22.3 
7.00 56 27.5 28.4 50.8 
8.00 67 32.8 34.0 84.8 
9.00 24 11.8 12.2 97.0 
satisfied 6 2.9 3.0 100.0 
Total 197 96.6 100.0 
Missing System 7 3.4 
Total 
1204 1100.0 
Overall rate of job satisfaction 
140- 
120, 
100. 
80 , 
601 
401 
C: 20 
CT 
LL 0. 
2.0 4.0 6.0 8.0 10.0 
Overall rate of job satisfaction 
Figure 4.4: Overall rate of job satisfaction 
Std. Dev = 1.34 
Mean = 7.3 
N= 197.00 
Table 4.25 presents the correlations between overall level of job satisfaction and nine 
factors. As we can see that significant correlations at the 0.01 level (2-tailed) were found 
between all job related factors and overall level of job satisfaction. 
185 
Chapter 4- Results, Analysis and Discussion 
Table 4.25: Overall satisfaction c,, nm-Iqflnn, %xAtI, tk, - n; ný- 
Overall rate satisfaction 
Satisfaction with self-esteem -. 386** Satisfaction with self-efficacy -. 344** Satisfaction with self-actualisation -. 382** Satisfaction with flexibility and autonomy -. 367** Satisfaction with work itself -. 449** Satisfaction with work group -. 274** Satisfaction with pay -. 346** Satisfaction with promotion -. 356** 
Satisfaction with teaching and research -. 267** 
** Correlation is significant at the 0.01 level (2-tailed). 
Table 4.26 represents the descriptive statistics for the levels of job satisfaction in relation 
to all nine job related factors. The mean statistics of each factor varied from low to high. 
To better understand these factors, they were presented from high to low satisfaction 
levels. Then we can see that satisfaction with self-efficacy (Mean=1.9158, SD=. 69672) 
was the highest satisfaction factor and satisfaction with pay (Mean=3.2304, SD=1.0367) 
was the lowest satisfaction factor. 
Table 4.26: A summary of statistics for nine job satisfaction factors 
Minimum Maximum Mean Std. Deviation Satisfaction Order 
Satisfaction with self-efficacy 1.00 4.00 1.9158 . 69672 1 (highest) 
Satisfaction with self-actualisation 1.00 4.00 2,0490 . 74115 2 
Satisfaction with work group 1.00 5.00 2.0985 . 78359 3 
Satisfaction with self-esteem 1.00 4.00 2.1244 . 79338 4 
Satisfaction with work itself 1.00 5.00 2.2255 . 78039 5 
Satisfaction with flexibility and autonomy 1.00 5.00 2.4703 . 88751 6 
Satisfaction with teaching and research 1.00 1 5.00 P. 5686 
1 
. 84235 
Satisfaction with promotion 1.00 1 5.00 3.073 1 . 94892 
1 8 
Satisfaction with pay 1.00 1 5.00 3.2304 1 1.03670 19 (lowest) 
The findings show that academics were satisfied with their overall level of job 
satisfaction. This is consistent with studies by Ward and Sloan (1999), Bellamy et al. 
(2003), Oshagberni (1997,1999). The results indicated that psychological factors were 
the most prevalent in Chinese academics' positive perceptions of job satisfaction, and 
that pay and promotion influenced academics' levels of job satisfaction negatively. The 
high levels of overall job satisfaction might be explained by the possibility that 
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academics ranked job satisfaction factors higher than job dissatisfaction factors and 
enjoyed working in the university. Despite the high motivation in the work, the 
consequences of job satisfaction can not be neglected from the research. This will be 
discussed in the next section. 
4.6 The Consequences of Job Satisfaction 
The consequence of job satisfaction was one of the important topics in the interviews. 
Responses revealed significant negative effects of low job satisfaction, such as turnover 
and stress. Academic job satisfaction was of growing concern because it had significant 
implications for the universities through staff turnover and lowered physical and 
emotional health. 
When asked 'have you ever considered quitting your job if there are some alternative 
employments to go to or early retirement? ', four older academics agreed that they have 
considered early retirement (shown in pink in Figure 4.5) and five academics said that 
they kept the idea that they would like to change a job if they could find a better match 
(shown in pink in Figure 4.5). Their responses could be explained in two ways. Firstly, 
the nature of the job (shown in green in Figure 4.5), such as unsatisfactory salary and 
fringe benefits including house subsidy, unsatisfactory promotion and reward system, 
pressure from the heavy workload and imbalance of input and output. According to one 
academic (T7), 
T7. - I often thought of resigning or retiring when Ifelt over stressed andftustrated, 
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especially when a prescribed plan wasn't properly carried out, or when input was not 
in proportion with output. 
Academic job satisfaction fell because of these factors and the likelihood of their 
intention to leave increased. Another reason affecting their intention to leave was from 
individuals' own circumstances (shown in green in Figure 4.5), such as illness and 
personal value. For example, one academic (T8) illustrated his idea to change his job 
because he was suffering from pharyngitis and laryngitis and could not give very many 
lectures. Another academic (T 13) stated that she thought of early retirement because she 
planned to travel around which required a long period of time. All the above responses of 
intention to leave could be summarized in a turnover model shown in Figure 4.5. 
Nature of job 
Early retirement 
Job satisfaction I 'I Thought of leaving II Intention to leave 
Search for new job 
Individual 
circumstances 
Figure 4.5: Staff tumover model 
From the interview transcriptions, we can see that all interviewees reported stress from 
the work and shared the same feelings as their colleagues. It was revealed that job 
satisfaction was closely related to stress. It was not simply a cause and effect relationship, 
but likely to be more complex. Their attitudes to job related stress could be divided into 
positive and negative aspects. Three academics held positive attitudes to stress and 
illustrated that they enjoyed work related stress and how it could inspire and motivate 
them to work. It was found that academics holding positive attitudes to stress were 
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enthusiastic about their work and obtained a degree of satisfaction, enjoyment and 
responsibility and challenge from the job as well as the stresses. 
On the other hand, most academics held negative attitudes to work stress. This kind of 
stress was seen to erode their well-being. Five academics commented that they could not 
sleep well when they had urgent tasks, when they carried out projects or when they 
prepared lectures. Five interviewees commented on physical and psychological burnout. 
For example, 
T8: In fact I have already suffered some (physical disease), such as pharyngitis and 
laryngitis, It's the occupational disease. Two former colleagues of mine can not work 
any more because ofpharyngitis. 
T2: Most of academics felt stressed ftom the work and dissatisfied with it. Doing 
research required long time computer work, it was rather tired and I suffered the pain in 
my backfor a long time. Our vacation was alwaysfully occupied with translation and 
paper revising work. Sometimes I alsojelt tingling in my right hand It was reported that 
80% academics sufferedfrom neck hyperplasia, and their life span was the shortest. 
One interviewee (TI) even pointed out that the main job dissatisfaction was the heavy 
workload and the stress derived from it. Five academics have thought of early retirement 
or of finding a better job match because of the stress. The comments reflected the fact 
that acadernics'job satisfaction levels have been eroded because of stress, with serious 
consequences for their physical and psychological health. 
In the questionnaire, the consequences of job satisfaction were examined in the same 
five-point Likert scale as job related factors. In Chapter 2, we considered some 
consequences of job satisfaction such as staff turnover and stress. To investigate the 
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impact of the degree of job satisfaction on these factors, the respondents were asked to 
indicate their agreement or disagreement with eight aspects. Table 4.28 shows that the 
overall rate of job satisfaction had significant correlations with two stress aspects at 0.05 
level (two-tailed), and correlated with other aspects at 0.01 level (two-tailed) 
significantly. In Table 4.27, the findings reveal that academics agreed with the first four 
aspects, but means 2.8284 to 2.9902, indicate that negative effects were not apparent. 
Relative to the last four aspects, respondents held the disagreements to them. Generally 
speaking, academics were satisfied with their jobs and job related negative effects were 
not obvious. 
Table 4.27: Descriptive Statistics of the consequences of job satisfaction 
Agreed 
(percentage) 
Undecided 
(percentage) 
Disagreed 
(percentage) 
Mean SD 
finding a job outside the university 41.7 30.4 28.0 2.8284 . 94425 
physical problems because of the stress 44.1 20.6 35.3 2.8578 1.15088 
psychological problems because of the stress 34.5 28.1 37.4 2.9901 1.12131 
finding a job in other universities 31.4 38.2 30.4 2.9902 . 89327 
changing a job for income reason 28.9 28.4 42.6 . 1225 . 97742 
changing a job for stress reason 23.6 28.1 48.3 3,2611 . 96770 
an early retirement ý0.3 ý2.3 57.4 3.4752 1.99345 
intended to quit the job 1 17.2 ý7.5 55.4 3.4804 . 92295 
Table 4.28: Correlations between consequences of job satisfaction and overall level of 
satisfaction 
Overall rate satisfaction 
finding a job outside the university Pearson Correlation . 296** 
Sig. (2-tailed) . 000 
finding a job in other universities Pearson Correlation . 242** 
Sig. (2-tailed) . 001 
changing a job for income reason Pearson Correlation . 349** 
Sig. (2-tailed) . 000 
changing a job for stress reason Pearson Correlation . 190** 
Sig. (2-tailed) . 008 
intended to quit the job Pearson Correlation . 223 
ed) . 002 
an early retirement Pearson Correlation . 214** 
Sig. (2-tailed) . 003 
phy ical problems because of the stress Pearson Correlation . 151* 
Sig. (2-tailed) . 035 
psychological problems because of the stress Pearson Correlation . 180* 
. (2-tai I ed) . 012 
** Correlation is significant at the 0.01 level (2-tailed). 
* Correlation is significant at the 0.05 level (2-tailed). 
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The findings in the interview and questionnaire analysis are consistent with each other. 
Although most of the academics commented on negative effects from their job in terms 
of their desire to change the job or take early retirement and physical and psychological 
stress, they are not over-riding negative factors. 
These results were contrary to studies by Ingersoll (2003), Wall, Clegg and Jackson 
(1978) and Dua (1994) which revealed that staff turnover and high job stress were 
associated with high job dissatisfaction. It is interesting to find in this study that most 
academics had positive overall job satisfaction even though there were some negative 
consequences from their jobs. The possible explanations might be that job satisfaction 
factors outranked dissatisfaction factors and that academics had the high motivation and 
enjoyment from work. 
4.7 Summary 
In this section what has been discussed in this chapter will be put together and a 
substantive model will be offered with regard to the interrelationship between job 
satisfaction factors of Chinese academics. 
4.7.1 Satisfaction and Dissatisfaction Factors 
To separate factors as satisfaction and dissatisfaction for analysis, the five-point Likert 
scale was collapsed into three categories. The researcher put I -'strongly agree' and 
2-'agree' into one category as 'Satisfaction factors', 4-'disagree' and 5-'strongly 
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disagree' as 'Dissatisfaction factors'. Table in Appendix 6 presents the percentage of all 
the factors in terms of 'Satisfied', 'Undecided' and 'Dissatisfied'. 
Based on the data from the questionnaire presented in Table in Appendix 6, a summary of 
the factors contributing to Chinese academics' satisfaction and dissatisfaction can be 
viewed in Table in Appendix 7. Reports from the whole sample showed that over three 
quarters of academics were satisfied with self-esteem, self-efficacy, self-actualisation, 
work itself and work group. In contrast, only 28.1 % of academics were satisfied with pay 
and 26.0% with promotion. It is possible to conclude that academics' satisfaction factors 
are self-esteem, self-efficacy, self-actualisation, work itself, work group, teaching and 
research; dissatisfaction factors are pay and promotion. Similar results have been drawn 
in studies by Ward and Sloane (1999), Bellamy et al. (2003) and Houston et al. (2006) in 
developed countries, in which they concluded that although academics were required to 
work in an increasingly demanding environment, they valued intrinsic factors more than 
extrinsic ones. 
Chinese academics seemed to have high levels of satisfaction with intrinsic job factors, 
particular psychological ones, and were dissatisfied with the extrinsic job factors of pay 
and promotion. These results did not correspond with Maslow's (1970) Hierarchy of 
Needs Theory that if lower order needs (extrinsic) factors are not met, higher order needs 
(intrinsic) factors are not likely to come into play as sources of satisfaction. However, the 
results of Alderfer's (1972) study suggested that low-level needs do not have to be 
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satisfied before higher-level needs emerge as a motivating influence. Therefore, the 
results in this study were rational. With regard to university academics, a highly educated 
group, the drive for creativity and self-actualisation may arise despite lack of satisfaction 
with pay. This special group may be more motivated by the intrinsic rewards of work 
such as challenge, creativity, personal growth, and personal accomplishment rather than 
by the jobs that simply provide an income. Tampoe (1993) illustrated that the top four 
important satisfaction factors for knowledge workers, and it could be argued that 
university academics fit into this category, are personal growth, work flexibility and 
autonomy, personal achievement and rewards. For university academics, with long term 
commitments to knowledge creation and knowledge transmission and continuously 
engaging in exploring the truth, the pursuit of higher order needs appears more important 
than money in motivating them to stay in this job. 
Factors contributing to academic satisfaction 
Table in Appendix 6 and Appendix 7 shows that psychological factors were the most 
prevalent in Chinese academics' perceptions of job satisfaction; this is concurrent with 
Herzberg's dichotomy (1968). Since most academics faced several years of extended 
study before taking a position in a university, the cumulative knowledge they have 
acquired prior to this might bring them a greater sense of self-efficacy. This indicated that 
academics perceived sense of competence was a source of intrinsic motivation and job 
satisfaction, As noted above, with academics, as highly educated knowledge workers, it 
is not surprising to find a high level of satisfaction with self-actualisation which may 
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reflect their desire to achieve the full realization of their potential. Chinese academics' 
high levels of satisfaction with self-esteem might be attributed to the fact that academics' 
sense of recognition and increasing status was related to the process of Chinese higher 
education reform in recent years (Willis, 2000). The increasing internationalization of 
Chinese higher education (Kang, 2004) might bring academics greater opportunities to 
study abroad and communicate and cooperate with world-wide universities, this might 
help academics build up reputation worldwide and achieve personal accomplishment. 
The improvement of the social status and social recognition might bring them great 
satisfaction with self-esteem. 
Despite recent changes in higher education, teaching and research remained as the main 
roles of university academics. The traditional values of higher education, academics' 
flexible working arrangements in terms of working time, working location and the 
pattern of working, were still considered as distinguishing features of university work. 
Not surprisingly, the findings show academics to be satisfied with teaching and research, 
flexibility and autonomy. 
The work itself was considered as an important factor related to individual's job 
satisfaction. Congruent with Herzberg's (1968) Two-Factor Theory, the finding of this 
study revealed that Chinese academics were satisfied with the job content, including 
work challenge, work responsibility, variety of work and the opportunities to utilize their 
ability. However, in relation to job context aspects, such as work condition and 
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professional development, academics still revealed positive attitudes, given that Chinese 
academics ranked the work itself high on their satisfaction list. 
Another inconsistent finding with Herzberg's theory is academics' satisfaction with the 
extrinsic factor of the work group. This result might be attributed to the fact that Chinese 
society has long been known for its emphasis on Guanxi (relationships) as a guiding 
principle of social organisations (Cheng and Rosett, 1991; Fei, 1992). In Chinese culture 
the collective is always regarded greater and more important than the individual (Hsiao, 
1988): self is identified, recognized and evaluated when considered in relation to groups 
and communities they belong to. 
Factors contributine to academic dissatisfaction 
Among the dissatisfaction factors a high scoring was derived from pay and promotion 
(see Table in Appendix 6 and Appendix 7). Herzberg (1968) regarded salary as a 
'hygiene factor' which could induce individual's job dissatisfaction when absent. In this 
study, the findings show that academics reported high social status, high social respect, 
but they still had low levels of satisfaction with pay. Academics' comparison of their pay 
provided the greatest influence on reports of their job dissatisfaction. It is not difficult to 
find that a feeling of inequity in pay causes academics' low pay satisfaction, as most of 
the respondents held feelings that their pay was not in proportion to the amount of work 
they did, the post they held, the high living expenses in this city and comparisons with 
people holding similar qualifications in other industries were not favourable. 
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This perception of inadequate pay might have a strong relationship to satisfaction with 
promotion. Dissatisfaction with pay fueled dissatisfaction with promotion opportunities, 
perhaps as academics seek to compensate for the unsatisfactory pay with higher 
promotion expectations. In addition, 38.8% (see Table in Appendix 6) disagreement with 
promotion fairness implied that the current promotion system in university may benefit a 
certain group of people and was not fair to all. It might be related to concerns about 
corruption in the promotion system and the effects of human relationship factors. It could 
be argued that personal relationships with colleagues and decision makers may be 
important for promotion and the promotion system was lack of justice. This indicated 
that the fairness of the promotion procedure was critical for academics' attitudes to 
promotion system. 
It is noted that Chinese academics held negative attitudes to the low pay and the limited 
promotion prospects. Considering their qualifications, it would be expected to find low 
level of overall job satisfaction among this group. However, the recorded levels of their 
overall satisfaction were high. About 91.4 percent respondents in the questionnaire and 
93.3 percent in the interview stated that they were satisfied with the job. Such level of 
satisfaction was quite high in human behaviour in any organisational settings. 
Generally 
speaking, intrinsic factors seemed more important than extrinsic factors to motivate 
academics in the work. Academics had a high degree of control over intrinsic 
factors and 
had a limited control over extrinsic factors, but the results do not wholly support 
Herzberg's (1968) Two-Factor Theory. 
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4.7.2 Interrelation between Job Satisfaction Factors 
The relationships between personal characteristics, intrinsic factors and extrinsic factors 
which relate to job satisfaction have been touched upon in several places previously in 
this chapter. Nevertheless, it is important to repeat the key findings with regard to these 
relationships. As far as personal characteristics are concerned, researchers such as Sloane 
and Williams (1996), Davis (2002), Sipon (1997), Oshagberni (1997,1999,2000), Tu et 
al. (2005), Ssesanga and Garrett (2005) and Lacy and Sheehan (1997) have identified a 
range of personal characteristics including age, gender, time in post, length of service as 
aspects of the academics which have a part to play in job satisfaction. In the current study 
(discussed in Section 4.2), it has been revealed that no specific personal characteristics 
emerge as being particular important relating to overall job satisfaction. This meant that 
each of the personal characteristics did not affect overall job satisfaction significantly. 
However, the correlations between personal characteristics and nine job satisfaction 
factors (shown in Table 4.3) show that age had significant influence on job satisfaction 
concerning self-esteem and self-efficacy, which indicated that older academics perceived 
higher levels of satisfaction related to these two factors. Certainly it was noted in Section 
4.2, there is substantial support from cultural issues for this result. In the Chinese culture 
older academics are always respected because of their age regardless of the position 
(Dimmock and Walker, 2000d). Although post and subject areas did not correlate with 
any job satisfaction factors in the questionnaire analysis, there is a high possibility that 
strong associations exist, as interview participants commented their significant influences 
on pay. For example, several of the academics interviewed commented that higher post 
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associates with higher pay and that science academics can earn more than academics 
majoring in art. in this respect, Figure 4.6 shows these interrelations, which indicate that 
personal characteristics influence academics' perceptions on both intrinsic and extrinsic 
job related factors. 
Age Self-esteem 
Self-efficacy 
Post Ik 
Subject Pay 
Intrinsic Factors 
Personal 
Characteristics L 
Extrinsic Factors 
Figure 4.6: Interrelation between personal characteristics and intrinsic and extrinsic 
factors 
Relative to intrinsic and extrinsic job related factors, the researchers cited above have 
also identified a number of factors which would appear to be of importance in terms of 
job satisfaction, including flexibility and autonomy, self- actuali sation, relationships in 
schools, job challenges and responsibilities, pay, promotion prospects, teaching and 
research, etc. Of these, intrinsic factors were mostly reported to be more important than 
extrinsic factors to motivate academics in their work. However, few of these researchers 
investigated the relationship between intrinsic and extrinsic factors. In the current study, 
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it was found that there were significant correlations between these factors (see Section 
4.3 and 4.4). One factor could have a strong relationship with other factors and may 
affect academics' perceptions with job satisfaction. As these interrelations have been 
discussed previously in this chapter, key findings are repeated here. For example, 
);;, The dissatisfaction with promotion may be related to the decrease in self-esteem, as 
academics may be disappointed for being unappreciated and unrecognized for their 
achievements and efforts made. 
ýý Teaching and research achievements may affect academics' self-esteem, as 
academics may seek for social recognition and respect from their achievements, 
)i;; - Working in a team effectively may increase academics' self-esteem among 
colleagues. 
)ýo Work itself has strong relationship with flexibility and autonomy in terms of working 
time, teaching methods and teaching content. 
)ý- Work itself has strong relationship with self-actualisation, as academics may seek to 
develop and realize their full potential from the nature of work. 
); ýý Strong sense of self-efficacy may help academics to work well. 
)ý- The dissatisfaction with pay may fuel dissatisfaction with promotion, as academics 
may seek to compensate for inadequate pay with high promotion opportunities. 
Realizing self-actualisation may associate with the increase in pay. 
All these interrelations can be seen in Figure 4.7 which indicates that intrinsic and 
extrinsic job related factors have a strong relationship with each other. When these 
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correlations were checked in the questionnaire analysis, there were significant 
associations (shown in Table 4.29). This implies that job related factors have strong 
relationships and together impact on academics'job satisfaction. 
Intrinsic Factors ý( Extrinsic Factors 
Self-esteem *, -, II Work itself 
Self-efficacy Work group 
Self-actualisation4-' Pay 
Flexibility &4- Promotion 
autonomy II \\,, Teaching& 
Research 
Intrinsic Factors gg " Extrinsic Factors -%ý lp, I 
Figure 4.7: Interrelation between intrinsic and extrinsic factors 
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Chapter 4- Results, Analysis and Discussion 
Furthermore, it is also important to note that the situation faced by Chinese academics 
was sufficiently different from that faced by Western academics, as all these factors were 
influenced by Chinese higher education changes in recent years and the cultural context 
of China. Once again, they have been examined in detail earlier in this chapter and the 
main elements are repeated here. Arguably the Chinese higher education changes in 
recent years (see Chapter 1) have had a tremendous impact of forces external to 
academics' job satisfaction. The implementation of Project 211 (MoE, 2001b) aimed at 
strengthening 100 Chinese universities, and these universities have received higher levels 
of funding, support, status and recognition from the state, local governments and higher 
education institutions (MoE, 2001 b). The different investment in various universities may 
affect academics' job satisfaction related to their self-esteem and pay. Higher education 
changes have also influenced academics' job satisfaction with teaching and research, 
flexibility and autonomy in terms of long working hours, increased evaluation and 
assessment and stresses of 'wearing three hats' - teaching, research and administration 
(Mohrman, 2003). 
The expansion of enrollment requires academics to offer more comprehensive 
lectures to larger classes; 
Internationalization and decentralization demand academics to enlarge publications 
in international journals and to absorb funds from different funding bodies; 
)ý, The administrative role assigned to academics keeps the best teachers away from 
teaching and research and involves them in great pressure. 
As far as culture is concerned, Dimmock and Walker (2000b, 2000c, 2000d) classified 
Chinese cultural concept as power-concentrated, group-oriented, holistic relationships, 
consideration, replicative and fatalistic. These cultural factors may affect Chinese 
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academics' perceptions of job satisfaction. For example, in power-centered culture, 
university leaders tended to prevail over the school level decisions and managerial tasks, 
while academics' participation seemed to be uncommon and there was limited 
communication between administration group and academics. The impersonal regulations 
and the quantitative requirement mentioned by interviewees may cause their 
dissatisfaction with work. Group-oriented and holistic relationships features may affect 
academics' job satisfaction with the work group as the collective is always regarded 
greater and more important than the individual. Similarly, they may also influence 
academics' perceptions with the promotion system as emphasizing interpersonal 
relationships may lead to concerns about corruption in promotion. Therefore, it could be 
argued that Chinese higher education changes and cultural context have significant 
impact external to academics' job satisfaction. These interrelationships are shown in an 
adaptation of the original conceptual framework in Figure 4.8. 
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Culture 
HE Changes 
HE Changes 
HE Changes 
Higher Education Changes Culture 
Project 211 Power-distributed/power-concentrated 
Expansion Group-oriented/self-oriented 
Decentralization Consideration/aggression 
Marketization Proactivism/fatalism 
Privatization Generative/replicative 
Amalgamations Limited relationship/holistic relationship 
Curriculum Reforms 
Pedagogy Innovation 
Figure 4.8: Interrelations between factors 
Before moving on to the conclusion, it may be useful to examine Chinese academics'job 
satisfaction by relating the research findings to some models which have already been 
introduced in Chapter 2. 
One of the important models is that of Herzberg's (1968) Two-Factor Theory. As has been 
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explained in the literature review, Herzberg's (1968) dichotomy argued the relationship 
between intrinsic factors and job satisfaction and extrinsic factors and job dissatisfaction. 
The findings in this study seemed to provide some support to this view of job satisfaction 
that intrinsic factors can cause individual's job satisfaction and extrinsic factor can induce 
individual's job dissatisfaction. This has also been reported by other researchers such as 
Ward and Sloane (1999), Bellamy et al. (2003) and Houston et al. (2006). Herzberg's 
satisfiers named motivators relating to the content of job: achievement, recognition, work 
itself, responsibility and advancement can all be identified in the job satisfaction factors 
generated in this research. Moreover, there are many other intrinsic factors relating to job 
satisfaction which could add to this list. In particular, it could be argued that satisfaction 
could also originate from self-efficacy, flexibility and autonomy. As far as hygiene factors 
are concerned, Herzberg's dissatisfiers relating to the context of the job: company policy 
and administration and salary can be identified in the data collected for this study. The 
only hygiene factor which was not included in this research was supervision. However, 
Herzberg's theory did not fully explain the Chinese academics' perceptions of job 
satisfaction in this study. Relative to interpersonal relations and working conditions noted 
by Herzberg as dissatisfiers, Chinese academics expressed their positive attitudes to them. 
It may be attributed to the cultural roots that collective and holistic relationships 
(Dimmock and Walker, 2000b, 2000c, 2000d) were regarded greater and more important 
than the individual in Chinese society: self is identified, recognized, evaluated when one 
relates to groups and communities they belong to (Hsiao, 1988). Perhaps also the work 
conditions faced by individuals in industry were different from those faced by Chinese 
academics. The traditional values of higher education, academics' flexible working 
arrangements in terms of working time, working location and the pattern of working, may 
cause academics' great job satisfaction. 
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Considering the models examined in the literature review, other important issues can be 
considered with respect to Adams' (1965) Equity Theory and Vroom's (1964) and Porter 
and Lawler's (1968) expectancy theories. It was noted from the literature that expectancy 
theories are closely linked, that both of them deal with the individual's perception of what 
they desire to achieve from work and what they obtain from work, which provides a way 
to estimate how much effort an individual would put into performing a task (Robbins, 
1983). It would also appear that expectancy theories and equity theory are related, which 
was suggested by Locke (1976) who proposed that the theories involve two different 
levels of explanation of the same thing, with expectancy theory positing a model of job 
satisfaction with equity theory providing the content for that model. From Table 2.4 (see 
Section 2.4.4), it could be concluded that all these theories are closely linked, and that all 
of them touch upon the individual's perception of job satisfaction. A consideration of the 
interview and questionnaire data in this study seemed to support the view that all the job 
related factors affected overall job satisfaction. It was noted for example that when the 
pay was considered to be not equal with respect to the amount of work they did, the post 
they held, the living expense in the city and the people holding similar qualifications in 
the same or other industries, job dissatisfaction was a consequence. Another point which 
is worth mentioning is the level of fairness which academics perceived on their promotion 
prospects. The unfairness and the corruption of the promotion system caused academics' 
job dissatisfaction. Although all the models examined in Chapter 2 were considered to be 
important and of great interest to explore the job satisfaction, they only commented on the 
relative importance of individual job related factors in the overall picture and none of 
them specified the interrelationships between these factors. This study developed this 
point which allowed educationalists and policy maker to increase academics' job 
satisfaction further. This will be considered in the final chapter. 
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To sum up, data collected from interviews and questionnaires indicated that various 
factors seem to have a direct effect on Chinese university academics'job satisfaction. Job 
satisfaction had significant correlations with all intrinsic and extrinsic factors at a 0.01 
level (two-tailed) (shown in Table 4.25). The findings showed that the factors that 
prompted academic job satisfaction related to psychological factors, work itself and work 
groups, while the factors that contributed to dissatisfaction were related to pay and 
promotion. Generally speaking, the high order needs (intrinsic) tended to be dominant in 
the Chinese university setting, contributing to high levels of overall job satisfaction. It 
could be concluded that Chinese university academics were satisfied with the overall 
levels of job satisfaction, although not with pay and promotion. In the final chapter, the 
conclusion will be given based on all data analyses and discussion and the implications, 
limitations and recommendations for policy makers and educational researchers will be 
also provided. 
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CHAPTER 5- Conclusion 
5.1 Introduction 
This study has investigated job satisfaction among university academics in China. 
Academic job satisfaction is concerned with the affective reaction of an academic to his 
or her work. Many research investigations of job satisfaction have related their findings to 
the Western context, however, it is still relatively unclear how academics feel about their 
work and what accounts for this in China. It is, therefore, important to carry out this 
research in the Chinese culture context to test the general i sabi lity of Western 
organisational theories. 
This topic has been examined using a mixed methods approach exploring academics' 
personal characteristics, job related intrinsic and extrinsic factors as well as the 
consequences of job satisfaction in universities. The findings from interviews and 
questionnaires revealed that various factors seem to have a direct effect on Chinese 
university acadernics'job satisfaction. All of these factors have been identified during the 
analysis stage and the interrelations can be found in Table 4.29 and Figure 4.8 which 
enable identification of areas in need of improvement. The consequences of job 
satisfaction raised the consideration of the negative impact of the job, which led to many 
of the recommendations in this study. 
This chapter comprises the conclusion of this study. Firstly, research findings and the 
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contribution to the field will be given, Next, the recommendations for policy makers and 
educational researchers are summarized. Thirdly, it looks at the limitations of this study. 
Then it moves to suggestions arising from this study which will provide a foundation for 
further research in this area. Finally, the conclusion of the current study is given. 
5.2 Contribution to the field 
The Chinese higher education system is experiencing a difficult process of change that is 
impacting significantly on employees. This has meant that university academics have to 
do complex work in an increasingly demanding environment. The issue of their job 
satisfaction is of growing concern because it has significant quality implications for 
universities. Although much of the research into job satisfaction has been carried out in 
the Western world, there is a limited amount of research concerning the levels of 
academic job satisfaction in China. This study explores the idea that the influences upon 
this factor are culture related. 
The motivation theories and previous job satisfaction research (for example, studies by 
Evans, 1997a, 2000; Oshagbemi, 1997,1999; Ward and Sloane, 1999; Bellamy et al,, 
2003; Houston et al., 2006; Lacy and Sheehan, 1997) in the educational field provided a 
valuable basis for the current investigation. The literature review identified factors that 
influence academics'job satisfaction. A mixed methods approach was deemed as the most 
appropriate to answer the research questions. Semi-structured interviews and 
self-completion questionnaires were used to secure academics' perceptions of job 
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satisfaction from Chinese universities. 
Intrinsic Factors 
Self-esteem 
Flexibility & 
Autonomy 
Self-efficacy 
Self-actualisation 
Self-esteem 
Flexibility & 
Autonomy,, 
Extrinsic Factors 
Pay 
HE Changes Teaching & 
i Research 
Work Itself 
Work Group 
Culture \ Promotion 
Figure 5.1: The impact of higher education changes and culture to job related factors 
The findings have indicated that Chinese higher education changes and culture have 
significant external impacts upon academics' job satisfaction (as shown in Figure 5.1 
above). In terms of higher education changes, the different investment in various 
universities with regard to the implementation of Project 211 (MoE, 2001b) has affected 
academics' attitudes to self-esteem and pay. The findings have also shown that academics' 
job satisfaction relating to flexibility and autonomy, teaching and research has been 
influenced by higher education changes in respect of enlarged class size, long working 
hours, increased evaluation and assessment and stresses. It is important for universities to 
be aware of the influences of the higher education changes to academics from the findings 
of this study. 
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The findings have revealed that cultural factors, such as power-concentrated, 
group-oriented, holistic relationships, have significant influences on Chinese academics' 
perceptions of their work. For example, in power-concentrated Chinese society, older 
academics are always respected because of their age regardless of the position, which 
may influence their perception with self-esteem. University leaders tend to prevail over 
general decisions and managerial tasks, while distributed power through school-based 
management is hard to achieve by academics. The impersonal regulations and the 
quantitative requirement mentioned by respondents indicated that lack of flexibility and 
autonomy caused their dissatisfaction with work. Group-oriented and holistic 
relationships features may affect academics' satisfaction with their work group, as the 
collective is generally regarded as greater and more important than the individual. 
Similarly, these factors may also influence academics' perceptions of the promotion 
system, as an emphasis on interpersonal relationships may lead to concerns about 
corruption over promotion. As these cultural effects are particularly relevant to China, it 
is important for management teams to take them into consideration in the decision 
making process. 
Furthermore, although previous motivation and job satisfaction theories (see Chapter 2) 
were considered to be important and of great interest to explore job satisfaction, few of 
them investigated the interrelationships between intrinsic and extrinsic factors. As this 
study developed this relationship, it is important for educationalists and policy makers to 
use the outcomes of this study to identify areas in need of further improvement. 
211 
Chapter 5- Conclusion 
Therefore, it could be said that the present study has been able to provide insights into 
academics' job satisfaction in China, and thereby into the field of job satisfaction in 
general. This study has also filled a gap particularly in the field of job satisfaction in 
China in the light of higher education changes and the Chinese culture, and has opened 
the gates to new thoughts and studies. 
5.3 Implications of the study 
Although there are many limitations of the study open to challenge by other researchers, 
the findings of the current study offer a valuable contribution to job satisfaction research 
in Chinese higher education. Massive changes in the higher education system of China 
have led to rising expressions of concern over the motivation of university academics. 
The implications derived from the present study could help to find ways to boost 
academics' job satisfaction and enhance the quality of higher education. The researcher 
would like to propose the following. 
Principals need to consider job satisfaction as a key factor of the quality of education. 
Academics' perceptions of their occupation are relevant and significant to their feelings of 
job satisfaction, which in turn affect their teaching quality and their intention to remain in 
the teaching profession. It is often assumed that 'happier teachers are better teachers' 
(Hean and Garrett, 2001), thus a high level of academic job satisfaction would lead to 
high quality of education. 
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Secondly, pay is considered as one area which is not well established and there is a 
perceive ack of fairness, which raise concerns relating to a reasonable pay system. On 
the basis of the findings in this study, pay was the least satisfactory factor of academics' 
job satisfaction and none of the demographic variables significantly affected the level of 
satisfaction with pay in the questionnaire analysis. This result implies that most 
academics were dissatisfied with pay, and to some extent this had a negative effect on 
their job motivation. In recent years, although academics' pay has improved a lot, there 
are still some improper aspects: the level of pay does not appear to correlate with the high 
social status, the high qualifications, the large amount of work and the great achievement 
involved. Academics also compared their pay with people working in other universities or 
in other professions, and a great pay gap was reported between north and south 
universities and university and other industries. Therefore, higher education institutions 
need to consider the adoption of a reasonable pay structure, such as introducing pay for 
performance system, pay for workload system and pay for achievement system. In 
addition, to increase academics' job satisfaction, pay has to be fair in universities 
compared with other organisations and the pay system has to take the cost of living into 
consideration. 
Thirdly, principals need to consider the adoption of a more diversified and fair promotion 
system. It has been revealed that Chinese academics had a low level of satisfaction with 
both promotion system and promotion fairness. To some extent, the findings are 
understandable as the opportunities and number of promotion posts are limited and the 
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promoted academics may speak highly about this system. In this system, the promotion 
post is permanent and the academics once promoted will normally stay in the post until 
they change their job or retire. The promotion brings them not only high status but also a 
pay increase. This implies an ineffectiveness and unfairness in the current promotion 
system which would dernotivate academics who have no chance to be promoted. 
Therefore, principals need to be aware of the defects and consider setting up a more 
effective promotion system, such as creating more promotion posts for academics based 
on performance, introducing diversified forms of payment, bonus, flexible rewards, and 
non-monetary welfare. In addition, the fairness of promotion system would increase 
academics' job satisfaction. It is suggested to create a comprehensive promotion scale, 
including teaching ability and quality, research achievement, administration ability, 
personal relationships, other experiences and length of service. At the same time, this 
scale should be accepted by all academics and be equal to everyone, as it may bring 
positive effects of academics'job satisfaction with the promotion factor. 
Furthermore, it is suggested to create a positive and cooperative organisational culture 
which would increase acadernics'job satisfaction. It could be argued that a school culture 
has a very powerful influence on academic life and on the success in academic, social and 
personal terms which academics achieve. It is noted from this study that most of 
academics deemed that the collaborative atmosphere was very important, but not all of 
them were satisfied with the team work. This result raised the implication for principals to 
build up effective working teams and a positive organisational culture. This could be 
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achieved by organizing team research projects, teaching groups, off work hour activities, 
to provide opportunities for working and learning. High team spirit could help to improve 
work and personal relationships among academics, facilitate task fulfillment and create 
job motivation and enthusiasm. 
In addition, principals need to be aware that humanistic management has effects on 
academics' job satisfaction. Some academics commented that the imposition of 
regulations and rules sent from the senior management team constrained the ability and 
creativity of academics. They were dissatisfied with some policies because they are 
inappropriate or badly planned and executed. This indicated that academics had no voice 
in the 'bureaucracy' of the education system, which caused great job dissatisfaction and 
job dernotivation. Academics are highly educated and qualified people, who pursue 
self-actualisation and deserve to be treated fairly and with respect. Therefore, it is 
suggested to involve academics in planning and executing policies. Principals need to 
employ effective ways to communicate with academics and to devise regulations and 
rules with input from them to facilitate academics' job motivation and improve 
educational quality. 
Finally, the findings from this study have strong implications for principals to adjust work 
related stress. It is noted that all academics feel their work is stressful. Positive stress can 
inspire academics' motivation and enthusiasm to work and enhance work effectiveness; 
however,, most of the academics reported negative feelings of work stress which eroded 
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their health to some extent. This is somehow unavoidable as the new changes in the 
Chinese higher education system may bring increased stress for academics. Large class 
size, long working hours, curriculum reform, changes in pedagogy, contract based 
employment system, marketization of higher education and limited research funds have 
resulted in feelings of great pressure upon academics. However, it is suggested that 
principals need to consider relieving academics' work stress through educational reform, 
for instance recruiting more academics for the expanded student numbers, providing more 
opportunities for teacher training and professional development, providing more funds for 
high quality research projects and helping academics to balance the time to teach and 
research. 
5.4 Limitations of the study 
This study is a contribution to the field of human resource management in education. It is 
designed to acquire a greater understanding of university academics' attitudes to their 
work and to highlight the major factors that contribute to their job satisfaction in China. 
Since in the present literature, there are only a handful of publications on this topic 
relating to the Chinese context, there may be other factors that have not been considered 
in this study. Although the findings from this study do accurately reflect respondents' 
attitudes to their job, there may be limitations due to the limited data and time constraints 
of this research. The limitations of this study can be summarized as follows. 
Firstly, the overall academics'job satisfaction may vary from time to time depending on 
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the level of job satisfaction with the variables associated with it, such as economic 
development, education policy, job content, job related stress. This study only measured 
acadernics'Job satisfaction at one point of time, so it is suggested that a longitudinal study 
is needed to compare the findings in varied time periods to find out the patterns of 
acadernics'Job satisfaction. 
It is also important to note that job satisfaction may vary by region. The evidence has 
shown that pay varied by region which was a source of job dissatisfaction to academics. 
Regional difference is based on economic and cultural difference. In China, a great 
economic gap exists between east and west regions. With the economic development in 
recent years, academics in the east coastal region have experienced more flexible and 
open-up policies (Kang, 2004) than academics in west area, which may affect their job 
satisfaction. Therefore, research studies on job satisfaction in various regions and various 
cultural settings are necessary. 
With regard to the sampling technique, although many of the findings in this study have 
been consistent with previous research, it is important to be cautious in interpreting the 
results because the findings are limited to the sample from state universities in one city in 
China. Thus, this study may not be generalized beyond this particular context. In addition, 
the convenience and snowball sampling technique used in this study may or may not 
represent the whole population well. It is suggested to use random sampling technique in 
the circumstances where it is possible and practical to acquire the data. 
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The job satisfaction questionnaire was not comprehensive in this study. Most interview 
respondents reported their dissatisfaction with bureaucracy in school, so it is suggested to 
include more regulation related factors, such as leadership styles, school rules and 
regulations, and management and administration. It would also be better to research arts 
and science academics separately because of the differences in their working styles. 
Furthermore, it is difficult to do research in a developing country. Although the Chinese 
government has paid more attention to teachers and education in recent years, higher 
education institutions are still in the process of educational reform and development. The 
researcher has to face obstacles when doing research, such as the lack of consciousness of 
the importance of research and the shortage of data bases including the lack of contacts 
with university academics and electronic journals. The original idea of the researcher was 
to use random sampling technique; however, there is no accessible sampling frame for the 
researched population which forced the researcher to utilize snowball sampling technique. 
5.5 Recommendations for future research 
While this study addresses various issues regarding factors contributing to acadernics'job 
satisfaction in China, much remains to be investigated to contribute to the scholarly 
research in the fields of educational management. This is particularly the case because 
systematic research on academic job satisfaction is lacking in the Chinese context. Based 
on the findings, discussion, and conclusions of this study, the following areas of research 
are recommended for future study. 
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)ý- A suggestion which may improve the applicability of the findings as well as the 
reliability of the instruments of the present research, is to increase the sample size 
and to include other aspects of job satisfaction, such as school management and 
administration, leadership styles, school environment and facilitates, recognition. 
)ý- It is recommended that longitudinal case studies of academics' job satisfaction are 
conducted which could be more useful and informative for principals to develop their 
strategy across the contexts and over time. 
Replicated studies on acadernics'job satisfaction could be developed and modified to 
fit into other higher education settings in developing countries. 
This study only identified factors that affect academics' job satisfaction. Further 
investigation is needed so as to isolate specific items and significant differences in 
academics' satisfaction ratings. 
The findings of the current study show that academics had a low level of satisfaction 
with pay and promotion. Further research is needed to study each factor individually 
and to add more deep and concrete information to the current findings. 
Vý 
101, It is recommended that future study could be conducted to explore the variables 
associated with job satisfaction, not only measuring the job satisfaction, such as 
organisational commitment, motivation needs and staff turnover intention. 
It is suggested that future cross cultural studies could be conducted on the 
comparison of Western and non-Western cultures. It could expand the job satisfaction 
theories and compare different findings in various cultures. 
I 
,, - A comparison of state and private university academics' 
job satisfaction is 
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recommended to help principals make more effective policies to improve educational 
quality. 
5.6 Conclusion 
This research represented a systematic study offering a new look at academics' job 
satisfaction within Chinese university settings in light of higher education changes and 
the Chinese culture. Massive changes led to rising expressions of concerns of job 
satisfaction of university academics and the quality of higher education. Cultural factors, 
such as power-concentrated, group-oriented, holistic relationships, have significant 
influences on Chinese academics' perceptions of their work. In establishing job related 
factors deemed important in impacting on academics' response to their job, it investigated 
the job satisfaction and dissatisfaction factors. 
The findings have revealed that acadernics'job satisfaction has strong relationships with 
their perceptions to a number of factors. Although there are no significant differences 
with respect to personal characteristics relating to overall job satisfaction, age had 
significant influence on job satisfaction with self-esteem and self-efficacy. With regard to 
work related factors, academics had a high degree of control over intrinsic factors and had 
a limited control over extrinsic factors. This indicated that intrinsic factors tended to be 
dominant in Chinese university settings and were deemed more important than extrinsic 
factors to motivate academics in the work. Although academics held negative attitudes 
towards low pay and limited promotion prospects, job related negative effects were not 
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obvious. This thesis could be concluded that Chinese university academics were generally 
satisfied with the overall level of job satisfaction, though not with pay and promotion. As 
cultural effects are particularly relevant to China, not all Western models of job 
satisfaction can be applied to the Chinese context. 
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Appendix 1- Interview Questions 
Interview Schedule AitV-rT- 
This interview schedule is designed to collect information on university academics'job 
satisfaction. It is aimed at acquiring a greater understanding of the university academics' 
attitudes to their work, exploring the factors impacting on their job satisfaction and 
identifying the potential consequences of positive or negative job satisfaction in the 
Chinese context. 
kA it f a": rTMAI T An, MA ffM it W130 H M, )Uýl TX11+ 
AA FF I I-T; z 
Individual data in this research will not be disclosed (names and identifying features will 
be changed where necessary). All interviews will be treated confidentially, only used for 
the research and accessed only by the interviewer. 
iýý ffi )ý M, -7- '* 
Ift 19- 1 P't R ý'ý ( -ý; f ?ýfH *1 a --412'ý- t 'JVIN -5 
n, Ok M PfT; (v -A ýt n, f9ANý 14 
LL-4 
Interviewee's personal prorile jfZit, -#, 1j**, A5j 
Before getting to the specific aspects of this interview, could I ask you some general 
background questions first? 
iIJo 
1. Name: ?, ýr Age: *-* Gender: '[t MM Tv 
2. How long have you been in the teaching profession? 
V11: 11 A*V -0 * -Ak 
9; x7? 
3. What higher education qualifications do you hold? 
ffi it ? 'qý, RL- F_I R rn jgýr, 
F 
, ), 
+[] PhD M OtherR-At ]Bachelor* ]Master 0 
4. What is your present post? 1, A", f)FI IL, ý- E n, I f/ý 1, fv'- ? 
[] Assistant teacherJVJ t[] LectureriAVT [] Senior lecturer WA%ffi 
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Reader Millj 4ý41xý" 
5. DepartmentrN I'] 
[] Professor 4ý4ýý OtherAft 
Subject are-tVýff ýZ^MI-Al 
Questions: fr]l)M 
I- Why did you decide to become a university academic? 
L-tlrll & ýt iý )ý * ; -9 9T? 
Is the job and the work involves what you expected? 
L'11ý111 T- ilý)t ilt'ý111 ýff MTM, : ý, ? 
Is there flexibility and autonomy in your work? How do you feel about this? 
A 16'r" T 11F --P: q ": Q Aft fPA It :: ý ? ýT- -1 1A M, 
ý% ? 
Do you feel that your work supports a sense of self-esteem? 
TI 
Do you feel the work you do is appreciated in society? 
1ý fIq All-N, W13 Tfq ýi: --2, Sý 9: 1 ýR ý% ? 
9 Do you always feel able to do this work? 
ANNI, I fff IrNN R., t 11 i I-k f 71ý Tfý ý% ? 
2. Are you satisfied with the responsibility and challenge offered in your work in the 
university? Why? 
91 ? --I-- ff f0 lit ai? 
What do you think of the variety of work that you do? 
T 11F WIj 0 ft 0f ýj ? 
Do you feel that you have the opportunity to use all your skills in your work? 
i 1? 1 Zt iAll, I ý- Tr± T- 41ý PY: 21 JA H L'ý% ? 
Do you think the work you do gives you a sense of personal accomplishment? 
Why? 
±, - r ý, :L If P-TAII ? 
Do you feel that there are suitable opportunities for professional and career 
development? 
III, W11 Ak WK f)l Ix ? 
! LNI 
,k 
)ý' A-fýq--fVjf! 
F-':, ] -143ý 
3. How important are your relationships with your work colleagues? 
T 11ý q: I -1-j 
Mh * M, )ý 
'If, 
T5 ý% ? 
9 Are you satisfied in your work with colleagues? 
10- 
-IV- j 
PI- * M, )ýI, 
1ý1 
i ILI "I iAI vllý 11, ýI? 
Do you feel that there is a team spirit among your colleagues? Is this important 
to you? 
A Rp -f + iý 01 PA fiff ? X1, 
ii'1ý111 * ýA S-5- ý% ? 
9 Do you usually get support from your colleagues? Could you give an example? 
(How supportive are your colleagues? ) 
iA-11 ýMA 1-9 ý11 ý ij MP * M, JSV_ In ý% ? -P-f ýý 
*-I, - IN T iA M? 
4. How satisfied are you with the pay you receive in relation to the type and amount 
of work that you do? 
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n, i ý1: 11 MI Tf 
ý--flft ý11 
-Jý- 
-#JI 
* 
-A 
9 
Z", 
Xj, 
Al", 
Wj 
& 
/1" ? 
What do you think of the pay you receive in relation to the cost of living in the 
city you live? 
MPMA, AYUA)WA/F'A, &AWq? 
Compared with others in your university or others' holding a similar position in other universities, do you think your pay is fair? 
Y-RýH Fri] HAJ-ft)ý*ýH jjnffOfý -9 T -Y I. ýý ffiýH LL, 1L ? tr, , ýJ, t, ! L'f', qý, &A ýý Compared with others with similar qualifications to your own who work 
outside the university sector, do you think your pay is fair? 
How much do you expect to earn? 
iA-11 M1 14 MI & A, 151 ]ýV, ýI/N ? 
9 Do you think your pay is related to your performance? Or to something else? ii'ý111 r In & )\, Ij :E 41ý ýK JKLI ýq )ý : ý, ? A-RI -t -Ij 
A It N 
1*1 
If )ý ? 
5. What do you think of the promotion system in your university? 
r:: I -wN - V: 11 AIR' I JCI *rý, A -"), F9 
ft 4 ý, Fl za? 
0 Is it fair? 
How do you see the chance for promotion in the future? (Do you feel that you 
have a good chance of promotion in the future? ) 
iu'111-11 
7ZSý - 14 1-+1 * rrIj ft #L 11 
6. What is your view of the teaching and research in your university? 
RI: --NTI-iAfII III )ýWýN *A* -, -if Off 0ý1? What do you think of the amount of the work you do? 
ki ArIN 11 If J P=- ý, tý%"? 
* Do you feel stressed in your job? Are colleagues stressed? 
Do you feel that stress is an influential factor impacting on people working in 
your university? 
Have you ever considered quitting your job (if there are some alternative 
employments to go to or early retirement) due to stress? 
i 11 PIt, :E IT ýý, F-k )iiW4, R,: ý, ? 
Do you think job stress influences physical and psychological health? In what 
way? 
lsýr,, IA t, T- IT F-ti )j F, ý PnP H) LN JT 0 W, ý% ? PS A )ý -0 ? 
What are the main satisfiers in your job? 
iLlý-" ýA )ý' A Tilf + MAXAýI- MI [A 1*1 Jiff 
ý% ? 
What are the main dissatisfiers in your job? 
AT fý rptR/T-l I' M KJA A! Jt': ý% ? 
On the whole, are you satisfied with your job? 
IýUll #* iA I 
Z" XITfý yk-FEMI" 'ý% ? 
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Appendix 2- Interview Transcript and Translation 
I. Name: Liu jinke Age: ýLf* 44 Gender: ftýlj M93_F2ý 
2. How long have you been in the teaching profession? 
ATI, A*t -q * Ak 9; xT? 
3. What higher education qualifications do you hold? 
L'Ir" W13 A AF4J *Pj A141 4t ? 
19 
[] Bachelor !! ý+ [] Master [] PhD 
4. What is your present post? r± M, 4,1111 q? 
Assistant teacherMt ] Lecturer%ffi 
Associate Professor (Reader) 
Otherlt J-ft_. 
Other-A, it 
[] Senior lecturer A W#ff 
[] Professor tAR 
5. Department-' fni$ I'] ýl * I'VE School of Law 
Subject aret-5h)f [M P; Tý i1c, ýý Ffl P/jý fA ýý Intemational Economic Law, 
Intemational Private Law- 
1: Why did you decide to become a university teacher? 
T9: PDýVnHIRIýAAýLffiit-tý, T', LMt3ý0' 
*JdITI/F-f - 
T9: At that time my wife was studying in LiaoNing Normal University, and we did not 
want to be separated, I gave up the opportunity to work in Beffing and came to DaLian. 
1: When you came to DaLian, why did you decide to be a teacher? 
T 9: iA ýý ýt , -ý! 
HJ, ý lfl, ý, M Ll ex -AA -T- A' ft 
4R, AAE! V\' 
ýMrv' LM 
iA 14A M91 ýý VýL 8 RLY, ý9 j& r4-, T- K )ý 4E-R -tF A& IT WE MZ9f RAL ýý HJ, ý 11 31'ýM 
*1 lm)ýIRTNAJýýIlkl P/qWVWAR9! ' IV; M; T-"fP1M-' 
VMMA' tý'89J 
AR 49, -k, M, --g ýT I/F 1, ýOt, P/q Uk MT*T- 
T9: To be frank, it is only a job transition for me to be a teacher. From my personal 
character aspect, I do not think I am suitable to be a teacher. When I was studying in 
university, I was active in social activities. I would like to work as a law officer or work 
in the government. At that time, I have to resolve the housing and living problems; it 
would be in great risk to work outside university, so I chose this stable job and stayed as a 
university teacher. 
I: rn * f/TN r ýl Tfý ýt I/ITNI ýý ; NJ PfT RA V M, 
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1: Is the job and the work involves what you expected? 
T9: [ffi 
IE nEn, It 8- it LQ LR P-f A 
1XIT)tWIMV41 
T9: There are some differences. Being a university teacher, from some aspects, I can do 
what I expected and work in my own way, such as teaching and communicating with 
students; I can speak out my own ideas. There are some restrictions for teachers, while it 
is the same situation in every industry. 
1: Is there flexibility and autonomy in your work? How do you feel about this? 
T9: )Aý iýý iA), Z RN kft 49- 31 n, .A /* ý)f lt)ý ffi iA, LL Ll I IQ tT-fRI 
A it n, A V, R 
-L 
A 
4L 4ýý n, H1, f IY': , ýJ' IN qý, L-' 9'r , ITA MP M ýq - Jýý N48,1 R R--- nH Oý' 4 ýA 4 /-f" 4 
4ý 1J ff 1ý% fVM 151f - 3ý -It I PfT ýý ýL T-1 rL 71-26 it n, r] 1ý - 
T9: I can say that there is enough flexibility and autonomy. From the perspective of 
research, it is more democratic than before. However, the subject of law is tightly related 
to the politics, I have to consider some sensitive factors. In my lectures, I have my own 
ideas about economics and politics, but there's a proper limit for these topics and I can't 
speak out freely. 
I: f; ýN * ý11 iý-k * T- IT lnký,; P i! A- fý -#A 
#163'ýA ? 1/1ýN I ý-11 )ý *Z ffi A iA'i'LE ? 
1: Do you feel that your work supports a sense of self-esteem and the work you do is 
appreciated in society? 
T9: AW 4*K-, -Pýf U. f)FILA Pn I0 Pd * iP, ýý IT T f)V11uAff n, ýr, T- ft! 
N* TN r] M a- I VR Na Oý' *-T t RA A n, ýA rVil RIMItIZO)VIý- 
--"- AU-` + AC ftdLNA, ANýLýn, IýP*1, ZS; 
f)/',, K-1 
'YE 
Iii An 0An#n, ta*41 W-1 M: R112 4 NLI LLH I R)t NE2 ý4 Mý LTI /T 4 
,!. kL IV rn, , HL)AMN, 
T9: I feel good in recent years. Nowadays, our country has paid more attention to teachers 
and education. Whether there is a sense of self-esteem or not depends on one's own 
ability and other people's view. You love your students from the bottom of your heart, as 
a trade back your students will respect you in return. I think I am recognized in the 
society and I can feel a sense of self-esteem, but I do not think I have too much 
achievement. Nowadays young teachers are very capable, I feel I need to work hard. 
1: fiAL)JUýM. 
1: The knowledge updates very quickly, and young teachers have great ability to renew 
their knowledge. 
LL JýZ ýr7 
.JL,, 
T, 
T9: JA TA, MjIýA--I' it X- -r-E ýIIPE, ý'r ýý, /K itk it EX ff L 
T9: There are regional differences. More chances are available in economic developed 
region, such as Beffing and ShangHai. Comparatively, DaLian is a relative closed city. 
1: 
'10111 fHAa. I'm "0, ý% ? 
1: Are you satisfied with the responsibility and challenge offered in your work in the 
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university? 
T 9: R lk il, -P-f f)Q AA tfl $ 11 *4Pý,: ft I§f - "T1 f 
9q 
11 5 fffi XJ, 4tM, ff/R 
--AP -t 
J i3 M, M- Pq-A )A- f rA 
W11 r] a ýA M AKS 
ý% 
A 
.5 
1-k ff 
I --V- 
ýh -fýMý 1J 1--9 
1J z0ý, 
IM01 
Lý. 
T9: I think it is ok. From the perspective of the authority system, every teacher has room 
to bear some kinds of responsibilities. I need to acquire sufficient capability to face these 
challenges and responsibilities. A teacher is responsible for his students' occupational 
career and development. Constant updating the knowledge is a main feature of the major 
of law. 
I: MEON, - 
1: Yes, the subject of law updates so quick. What do you think of the variety of work that 
you do? 
T9: ALAPAffin, 9; ffft**, 
JAI AI t- -I,, - afY -L - 
V, Rtn, Pd P; T-1 ýýAc 9F 8 M, ý] ý4 'ýA 
I 
t ýH iA TE It +MM 3ý 0, fý fIA )T M HJ, f IC fý -P-f 
1ý rýy X11 0 ý, TN Hn M- -5 -P-f 1ý AP lrkt- 4RMN ý4 -A 
9" if ft f0A* ýff tz' M tA #1ý 
F1 V i4M, -&t *f 0 f0ff n, MI)i I [A )ý, 
4ý! *f H f0ff)VH - fUt - J)N1Ar±* 
rVR I; AZI f 
)ý I T- ýA f0 tlý n, M -A-1- 1Ai; 
ý ý- 
14 
3A )ý -0 Af V1,4--1 rýý U? ý ;1- -11 1- WR n, z M, - 
T9: In the point of the variety of teachers' work, I propose that it should comply with the 
development of the society. Knowledge should not be confined to one area or one subject. 
For instance, for the subject of international economic law, it covers extensive content. 
When you teach one part of it as a module, you have to adjust your content to meet the 
demands of the students. From the variety aspect, teachers in higher education should 
have the ability to teach and research, because they facilitate each other. Nowadays, many 
teachers think the variety should be the combination of the teaching and administration, 
but I do not think it should be the trend of development. 
1: ; -9 VT fý, N ik )ý, J)Q A n, T 4/F ý*Fl tN1 -fý 14 ', Týft 
RA 1ý% ? 
1: Do you think the work you do gives you a sense of personal accomplishment? 
T 9: bZA 16, N 
T9: Yes, I think so. The strongest sense of personal accomplishment is from students. 
I: X110H. *r]! *I- 
1: Yes, from students. 
T9: *1 T, JU I] ff TIT T, tUM n E, 14,: IVJA, ýVA 
T9: When students graduated and found good jobs, I always raise a great sense of 
personal accomplishment. 
? 
1: Do you feel that there are suitable opportunities for professional and career 
development? 
T9: EA'z'JfM, . 
IAPT-Nýýgi: MjA&, 
,,, _1, 
t4, Vn, 9A-F, qý, Zffi, J)FL]r±ý4pMt 
A'Aff Ll 8ýI )ýn' awn, zsý 
Nýý; VTMP_ iýý AM A* -IR n, *A ffi 44 40 IM H-rIA XJI z ffi 
* ýA -11 A, )V- 
_f4AA, Rr1a*RPPLI RAVIAIzIkR2ft4TMI- 
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T9: Yes, there are some opportunities. In law school, the team of International Economic 
Law is short of experienced teachers, most of whom are young. In this particular 
condition, I have many opportunities for professional development, such as attending 
research conference and exchange program, etc. Since I came to this school, I have taught 
8 modules. Teaching a new module is a great challenge to teacher. From my point of view, I am capable to do this work. 
I: 'Rt2' . 
1: En. 
I: I1I? 
1: How important are your relationships with your work colleagues? 
T9: J)FJ1, f)FJ1, FJEQ FP ýME 
OX ýT ! V, '/Q Vy M VA ef Jf0 Mn -* 
n, ýt ;4T ff 
-T 
fý RIfI ýJ 
JJF1 
M #P\Z iýAý ;4 -11*ý- W Fril 
r-k qý' *A VT f)[Yl A A -; qt*f11-J1Vn1 
ýE f YE- IP 
N1FArf3*)T: /T4TM1- NIFAM"'AME mp-$7-103r, 171 ýR--W-Vnl I ; -grplilýiN; qZ RL14A ftt*1 ft A,. ff ý 
_ft 
f)Q 
-r± 
4, Mn $Z ýý] I- f/F r In -M 4ý ± IRL 4 f)[1 Lý --11,1 * 
A -2m L, L -52- - ý; q -f4 6)f rQ1 M 1)ý N-A 14 /T-1 T JI-6 Mf I tt AY M FAM, ý $1 -AL ýF V TE N1 FA ir )ý ý 1J ý 1J r*MI nil 3111 n, 01 VA 0 ffif U iA F1 zf HI n, )ý ýRI 
T9: It's very important. People outside university commonly hold the idea that teachers 
work independently, but I see it another way, it is vital to work as a team. Good 
relationship and harmonious atmosphere can foster teachers' work; otherwise bad mood 
can influence the work. As a group, we have the cohesion. In the process of research, 
curriculum development and basement construction, team spirit is critical. In a team, both 
old and young teachers have their respective advantages; good relationship is an essential 
condition to work well. In addition, teachers can cooperate and compete with each other. 
Furthermore, one teacher can not perform the project individually. If necessary, a team 
can be extended to other schools. Therefore, this kind of relationship called 'team spirit' is 
very important. 
1: Aý Jý'N I ý-q, J; ý) Y-R Mn * M, )ý J-f, 
J/T)'m -", - ý% ? 1 's 
1: Are you satisfied in your work with colleagues? 
T9: -Ri4--, -P-f U, OqPq. 
T9: I am satisfied, hehe. 
I: 9ýAr In Mý li it, if I Rýl _-sv_ 414 ý% 1: Do you usually get support from your colleagues? 
T9: )ýýi ýRg; M, TI/FWFM 
V-F-ffill4n, MMUURýý;, Fri &Tv"If V/01)týlfkC*t 
/'J-' IAL$, RIN501&4M, 
IT ýVEJ*, INM-' Lfi AMP r-zM11--9VT 
T, L`9ý4 H n, ft00,4A. ý-LUk-ff M, i4i0j, 
t-11-- J1611 Fri 0 
T9: Yes. In department of the International Economic Law, I am the oldest teacher. As a 
leader, I assigned the work to the youth and supervised their performance. All the works 
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are carried on smoothly. We get along well with each other both in work and in daily life. We organize a sports club and usually play badminton and climb the mountain together. Besides the work, teachers need some sports activities. This kind of activity not only 
makes us healthy, but also builds up a good relationship among us. I; PE 
I 
)i! 
- 
1: En, en. 
T9: )ý * 14 WJ PF ýR ff WJ - 
T9: All teachers get along well with each other. 
? 
1: How satisfied are you with the pay you receive in relation to the type and amount of 
work that you do? 
T9: 
T9: I am not satisfied. The educational policy is unfair in China. 
1: Do you mean the income differences? 
T9: MJ LJO CTMAT A)t -A A L; ý It EX * iA, ijý: 4 IR ýR I'v-P6 PR A iA 
--k -V 
YF -t± 
Ar-q rZ Z9T WJ 
-5 3 iA iA)t N -* 
MA 4 
70% Y, 
30% Lh i2k- A15 3ý, A )t -ýi- -I'Aim 
rýý ri Er JJ fol W 
qO1 V FM I LL ýn iA 4A W11 AH 11 R ON I ilk- 1ý)t *N* rz r ý, - JRU A iA iý r_z n, ; Vý "211 TJYE-" OW rýkZ, FNVMMVýý; -ý-Lll, 
ýHftr± -A-IT + nnp M, V] t, ýý HJ' VA)MMAL, -5 M, , i, ý, ýrf J)FLI, A: IZ JA il -T -T ,W3ý, )"A ýý, ". XJ I WT t 111.1 A f)FLI, 3)ý T ))j Jkrq <, 05 rk 
T9: Evident differences exist between south and north regions. In the north of China, 
there is also great difference. Even in DaLian, there is difference. The income of 
university teacher consists three parts: one is the basic salary from the country; it is more 
or less the same in different universities. Another part is from the university, in our school, 
70% of the income is from the country, the left 30% is from our university. This part 
depends on the strength of the university itself. The left part is the teaching reward from 
school, such as the pay of teaching hours. There is great gap among universities, e. g. "211 
projects" universities will get more fund from the country. The extra part is distributed to 
teaching and welfare etc. In the previous decade, our school was powerful, because at that 
time we were in the charge of the Ministry of Finance. Now we are in the charge of 
Province, either the fund or the opportunity is less than before. Among the universities in 
DaLian, our income is not very high, only in the lower middle level, but the amount of 
work and the stress are very fairly large. 
I: XXJITPVýýtnl MVMA, I'T'NVAMAOR? 
1: What do you think of the pay you receive in relation to the cost of living in DaLian? 
T9: 41V*-TPE- 
T9: In a middle level. 
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I-Xi I: 
L, -". 
1: En. 
T9: AL, ARs 9 i, -k- ft. AL /TN -P-f Pt"IV HA B ýA ý%, r ý, H11 flik 'ý. 
A 0*I it)ýYi PE - it WF -t 1WHY-LI, IRA_ VR&/ jýPE, PqPbj. J)FL]r± 
ý, 7A, 30 )j, 50 )j, jA r± M- - fý tF z 
i;, M, 
T9: Since the expectation of a higher salary is impossible, we simply need to take it. 
Everyone hopes to live in a big house, drive a luxury car and have a decent living, but it 
relies on the income, hehe. Universities in southern region, for their teachers to have an 
annual income of 300 to 500 thousands are not a dream, but in LiaoNing province, it is a 
big illusion for teachers here without extra earnings to live a life like that. 
I: YOM )ý*ýHAVýk! NHPNRIAMI 
1--9VTWL1 
1: Compared with others in your university or others' holding a similar position in other 
universities, do you think your pay is fair? 
T9: VAM1JAJMT0U4-3A-fT- /ýAMit'PVAýTHE. 
T9: Just as what I said before, it's in the middle level. 
1: Do you think it is related to the subject? 
T9: Pn If 1A, 4 MP Ak M-X Lý )ý 8*R* iA, Lý )ý 8* Ký MZ Rry- Uý iA)? E JR MM 
T9: I just mean the same subject area. In the Law School of LiaoNing University, teachers 
are the richest. 
I: Al ý% , )ý ff ON ? 
1: Really, why? 
T9: 
T9: In many universities, teachers in Law school should be the rich, because they also 
work as lawyers. We earn less than them just in consideration of the major. 
1: Do you work on some projects outside university? 
T9: Vln, "M, 'IT 
1ý If ---9 OTTE it-Ni 3MA t 4R ýIJ ;4 47,1 nj, I, FI] rl ýý Mi -7-F I" 
T9: I do some, but the law environment in DaLian is not very good. In addition, it also 
varies with people. There are teachers in our school who put most of their energy to out 
university work, so they can earn more. I also work outside the university as a lawyer and 
an arbitrator, but I have a lot of school work and I am studying my PhD degree, thus I do 
not have too much time to work outside. 
1: How much do you expect to earn? 
T9: A/WtFXA-Yý, r- 
T9: It's better to reduce the difference between south and north. 
ff 
PPL? 
1: What do you think of the promotion system in this university? Is it fair? 
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T9: k*M, 
Z, A 
fRI-TI-4 WH AITMI 
mi, It, M, fjý, 0 PnP 
T9: We are not satisfied with the promotion system. We all think that there should be a 
standard in the competition process. Generally speaking, it is scaled by the research 
achievement, so most of teachers are devoted to writing and publishing paper, but the 
quality of the paper should be doubted. In my opinion, the research and teaching should 
make supplement for each other. Some teachers teach for a life time, so the research is 
hard for them. For instance, for the major of Foreign Languages and Mathematics, it's 
difficult to evaluate their research achievement, while sciences and economics are 
different. Therefore, it is so simplistic to scale it with the research achievement, and it will 
cause the negative consequence. 
I: 410N, 
-it, 
Mý*RfOff 2-, 
1: Yes, in fact it's difficult to scale the teaching and research. 
T 9: * r-k j -k- A*-LA i) I V, A 1-IT"f ft -ý 
ý+ýqt! * M' 
, 
iff n, 
.A1 
ý4 3, k- fT -L M ff 
t n. VW i-E i, ý, 
4, *Q1 
T9: In recent year, our university has adjusted this system. The promoted teachers include 
both professional in teaching and research. I think it is very good. However, for teaching 
aspect, it is hard to set the standard, whether assessed by teaching workload or teaching 
effectiveness. There is still a question for evaluating by the quantity or the quality of 
teaching. The promotion system in university is a big problem at all times. 
1: How do you see the chance for promotion in the future? 
ill *, 
t 2H T9: HE HL 
-r± f)FJ,; q 01, M 
T9: I do not pay much attention to promotion. It's better to be promoted, but I do not 
pursue it purposely in this kind of educational system. 
1: Do you feel that you have a good chance of promotion? 
T9: 
T9: I haven't thought a lot of it. 
FLI, rM 
_T 
ý- "p )ý ý% I: f ýN )T: ta ýft ý Ij V* -kj 
f4 Vf M, T- fV 
I-Eft, 
M, Q? I/TN tk )ý, J) -±, 
I 
--I ,? 
1: What is your view of the teaching and research workload in your university? What do 
you think of the amount of the work you do? 
T9. AA! * T11FI-I'MRAM4, -RVffj4--IIT-- 
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M -61- r-1 0- --I, - ta4 IX7 MMIýNAA"j ý '-Vuut-a T9: In respect of the amount of work, I think it is ok. The teaching assistants and lecturers 
have large amount of teaching work, but associate professors and professors have less. 
I: Aý f4 hA T 11ý lfl R? 
1: How about the research workload? 
T9; 
180 INVI, 
P] 
-Y- 
V2ý 113 Il VT 
T9: Associate professors and professors have more research work, which is easy to meet 
the requirements, while teaching assistants and lecturers need to spend a large amount of 
time in teaching. They have 180 teaching hours per year; which means that they need to 
teach two or three modules per semester. 
I: X11 t rx --h -5 * ':: ý ? 
1: Is there any demand for professor? 
T9: Jý: Jý .fM 160 120 (-t*Rf)- W41M f4 
ý)f T- IT 
-Nal i2-ý fA Q149ý 10 0 15 0 ýK 1ý2 20050 3ý WJ )ý YP XJ, T-4 
Tj 2000 ýrVM T 
T9: Yes, but not much. E. g. An associate professor has 160 teaching hours per year, and 
professor 120. From the research aspect, lecturer needs to get 100 points, associate 
professor 150 and professor 200.50 points can be easily gained by a 2000 words paper. 
I: t, ON - 
1: Yes. 
T 9: A T- flF ME M iQ ýt *4W, LA 4 41F -19 /TNA! ýR )ý, 19 A*- R IV ik- ff A W, XJ, 0- 3, k p TI M tý f4ý)f 1P 
"k, 
), V- M 1AA 
T9: Generally speaking, the amount of work is not too much, but I think it is necessary to 
give young teachers an opportunity not only in teaching but also in research. 
I: ý-*Fi *, 3ý AEn, T- I/F 
JMR -": 
j *,, AL AM MR R -A- it, ý% ? 
1: Do you feel that the tasks you are asked to do as part of your job are appropriate? 
. ýUa , 
LMiA T9: 
-M RA1 
141-, ýý M -/ý 3ý tIA IA 
4T-f R)V- --V)i--I Ii 
* r7G 
iA--11\- IE J/P IV A -1, - ±, RZ-, ýff -I-, - -L - 
il-k-# I Fri afRiA LTI /-t E4 % /T-I T n, r), * 
T9: it's not appropriate. Just like what I have said, I do not like to teach some of the 
modules. For example, I teach students in the Adult Learning department. The students do 
not have the basic knowledge, so I think a teaching assistant is enough, but considering 
the arrangement of the school, I have to take this kind of responsibility. 
? 
1: Do you feel stressed in your job? 
T9: 
7k -'J" XJ 
IT PJ j, P)T AL ilk 
MI HU)i I PT 
T9: Yes, too much pressure in the work. Nowadays it's really difficult to be a teacher due 
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to different kinds of assessment and restriction. In recent years, the educational concept 
has changed. Education is a kind of service, teachers are the supplier and students are the 
receiver, so students ask for high quality of teaching and teachers need to satisfy their 
needs. Under such circumstance, teachers have to adopt a serious attitude about teaching 
and improve themselves continuously. 
I: MCON, XL1rV1iVflJ0f-rn1. 
1: Yes, it's so difficult. 
T9: Vý±3, -k-#F-k)JPXVq, 
-T-, 
WF ffi f rýý tk if It 
-Q)V- 
31-k- 
4, L Fli )J t -: ý% P112A ý R, AXfIEM, Ntt ýA ýý W11 T-MzýT0 ltý tNI i2ý ýLL MTA ýt T 
;ha 1i F1 )J ? ;hIfRz ilk- fý ffioý /-f-, ZU il f/Tý M Ira. R iA)ý, 0T TN;; R, * ik- fM H1, 
T9: In fact, there is such kind of stress in every work. It is the same with the work in the 
government as well as in enterprises. It depends on your ability to overcome the stress. If 
you are a capable teacher, it's quite easy. Are there any stress? Yes, of course, but it can 
not influence you work. If you are short of this kind of ability, the stress will be an 
impediment in your work. Therefore, I think this kind of stress is necessary. 
1: Z9f; ýN *M 3ý-C fý F-K t ýV- F, /, 0 nP I/TN r± T 41ý M, 15 IN -JW ý% ?f ý18 11=17-1? ýMA LR 9/11N --AP t ný- -y- P. ia f* ý% ? 
1: Do you feel that stress is an influential factor impacting on people working in your 
university? Have you ever considered quitting your job if there are some alternative 
employments to go to or early retirement due to stress? 
T9: L-1, -ti)J- 
it [A )ý' ý4 ff'ý% F 
f*1 [AtN I f* iý4 fn:: ýi - ilk- MM W ýt 01 &A, MPHIR411 L/TI-P-f 
914C 0X4M12T4*, P-PJPq- 
T9: I have considered retiring in an early age, but it is not because of stress. Every teacher 
wants to retire early, because they can put their full energy on working outside the 
university and earn extra money. If I can, I wish I can retire next year, hehe. 
1: Pq PhJ - 
f; ýNik )ý, ffit J`ilý n nn -: ýf 4f H ýLNJTLVAI: ýA ? 
1: Do you think job stress influences physical and psychological health? 
T9V, R"- )i-! j-9- W, ,; IV F-k -ý AV t V, 0ýq- -TN L-4 
Ait ý11 f: /, / 0A Lt )A K-1 -9 A, 4A)MýA4 fff -A 
9J it fff [A )ý, F: R )JF%ý VnP LM, i, -k- -Ai - il, A+AE! n, AP V-R: /T" 4-ý ? 
T9: It's very tired due to the stress, but for this question, I do not think so. In my opinion, 
self-adjustment is a very useful way to relax, isn't it? 
1 -3.1 MNA, PLll 
4*iA, IRIMIB , 
1: Yes. All in all, what are the main satisfiers in your job? 
T9: 
T9: I like the free working enviroru-nent. 
1. El 7t j2-ý Ar- X, ýi& ft fHAI Ift OE . 
1: Do you mean the flexibility and autonomy? 4, L 
HLEt 17ý G-1 T9: XJ, -)P- -P-f 1ý /T', MA E3, 
PI HJ f)Q If n' il-k- fýR $11 P 
r-, T ýIJ)t f)FLIr±- 41r: ji V ý)f )ýL7 I ýý Fn NE 
$iJ ip- 
p [I 
ýq It 
T9: Yes. In this environment, I can improve myself and exert all my ability to the class. 
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Especially I can have a sense of accomplishment when the postgraduate students I 
supervised graduate. 
I: * If MýA,, - 
1: Very proud of them. 
T9: AD4AN - 
T9: I think the system in university is the most important reason for me to stay. 
I: X i/11-1 M 4-1 I'm 
W11 N 
1*1 
PTLI ? 
1: What are the main dissatisfiers in your job? 
T9: AYIIJVýMA-Wý111 MIM, 
MWOR, f-4-AMIT"Y"A. 
T9: The main dissatisfiers are the imbalance of the educational system and the imbalance 
of the educational resources, including the income and reward, etc. 
1: On the whole, are you satisfied with your job? 
T9: ý-TIITYUE- 
T9: It's ok. 
1: WWPRAR)3ýA`L 5 ýý, 1VT)-L3ýP)vP 
1: If the highest point is 5, how much will you give to this job? 
T9: 4 3ýPE. 
T9: 4. 
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Appendix 3- The Questionnaire 
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-4y 9ý -p. -L Ap 
SECTIONI: M-nP3ý 
Personal Characteristics -'j\-Af'flj & 
Please tick the appropriate box. 
ýý WN A0 -1" 
1. Gender 
[] Male 
2. Age *P4 
25-30 years 25-30 
36-40 years 36-40 
46-50 years 46-50 -tW 
[ ]Female ýk 
31-35 years 31-35 
41-45 years 41-45 
51 years and above 51 
3. How long have you been in the teaching profession? 
*t -ft -* Ak I; xT? 
0-4 years 0-4 *[] 5-10 years 5-10 
11-15 years 11-15 16-20 years 16-20 
21 years and above 21 *U± 
4. Educational level F, )j 
Bachelor *± ] Master fij6, ± 
PhD M± ]Other -; - R: 
ft 
5. What is your present post? 
f)FLI, ? 
]Assistant teacher At 
]Senior lecturer AM#ffi 
] Professor M2 
6. Department School 
Subject area 
Lecturer 4M 
Associate Professor (Reader) 
Other Alt 
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SECTION 11: M-I 'P9 3ý 
JobSatis fa ction: flF I'A" ft 
The following statements deal with different aspects of teaching as a job and intend to 
assess which aspects affect job satisfaction most. Please tick the box below indicating 
how strongly you satisfied or dissatisfied with each statement. 
SA: Strongly Agree A: Agree U: Undecided/It depends D: Disagree SD: Strongly 
Disagree 
d r, 9 rn] rn] 
/T-, [ In T-, [ In 
A: Intrinsic Factors 
N ýE AA 
SA A U D SD 
dr I IP /T TI dr 
IM -14ý1! --' A MP 9 
I In 5if -1701-1 /T 
MP 
1.1 have a sense of pride in being a teacher 
eNL R J161 it ýR N iý ,HE bý )ý' - 3ý7 
2. As a teacher I am appreciated in society 
'I', - '-J-4 -Z-3; n, Iq i/ý 
3. As a teacher I have high social status 
r:: 3 ^1 FPQ r ý' ýf- -Zhlý 
4. People show me respect 
5. All in all, I am satisfied with my level of self-esteem in 
my job 
ILA 
f*** I 
VHCR nN 14-1 11*1 
Mqmx 
6.1 believe I am qualified for this job 
'CAL -R I*- f4 -R HL ft 11 V, T I/F - 7.1 am fully confident in my ability to work well 
8. All in all, I am satisfied with my self-efficacy in the 
work 
, 
LAf**ýA2 
-R ý& 9 bV- ) - 9. My work gives me a sense of personal accomplishment 
A9TTfýý! IFT A-fýAA Rý )Vt 11 61 1 
10.1 get a sense of satisfaction when students perform well. 
I 
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f)FLI, aý, H-, f jjý 
11.1 would like to make more effort to improve myself 
-R /T11 T -M )] 1)ý AR Aan, 4 Ll: ý )] 
12. All in all, I am satisfied with my self-actualization in 
the work 
13. My work shift is highly flexible 
-R 
MI T 41ý HII I'Hj ýR 'A ýý 
14. The teaching content is highly flexible 
r=1 t ýP N ý4 A if A! Qft ý'Q 14& ft 
15. The way in which I teach can be highly flexible 
16.1 am satisfied with the bureaucracy in school (formalism) 
IRXII* 
17. All in all, I am satisfied with flexibility and autonomy 
in my work 
B: Extrinsic Factors 
* fliß IM #, 
SA A U D SD 
18.1 am satisfied with my working conditions 
I' A Ma 
19.1 am satisfied with the degree of challenge I face in my work 
-H- =ý-- 
20.1 am satisfied with the responsibility I have in doing the work 
Tký x 
11 
T 11ý ; PV ýýft 1-k 
n, 
--Uq- 
41111 AýR 
-1121 
21.1 am satisfied with the variety of my work 
4 -"-! a! n 9 -11121 
22.1 am satisfied with the opportunity to utilize my ability in my 
work 
R Xj' T- fý IP R 'E A ýý a N-ý RA H IL MI KR I' A X12, 
23.1 am satisfied with the opportunities for professional 
development 
g_j + XJ 
24. All in all, I am satisfied with my work 
ILA#*iC -AXIIEWRAS 
25.1 believe work relationships with colleagues is very important 
R ik )ý' ATfýq: I -": j MP * MI )ý Jf-, ýR1 15 
26.1 believe personal relationships with colleagues is very 
important 
R 
-ýK 
MF1 * WI] fA A )ý JF, -L 
IR JR 
-5 
27.1 am satisfied with the team spirit among my colleagues 
H-! =[! Z- RXjI[Ih*rHjnI [NAMAWRIWIS 
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28. My colleagues are supportive 
_RMIRY, 
VMTIM'11! ý q, 
29. A harmonious atmosphere among colleagues leads to 
efficiency at work 
MU04MNA 
30. We are united and get along well with each other 
ACIRRMn-1 MHrlnffdýft 
31. All in all, I am satisfied with my work group 
-10AM*iC 
RX111fMPAIRA)a 
32.1 am satisfied with the pay in relation to the amount of work I 
do 
44- Jf, IRAa 
33.1 am satisfied with the pay in relation to the post I hold 
X11 0C /1\1 fH ff/R R M, )ý "IF-1 ýR lka 
34.1 am satisfied with the pay in relation to the cost of living in 
Dalian 
ax 11 T- 13F, IR I' A '-A, 
35. Compared with others with similar qualifications who work 
outside the university sector, I am satisfied with the pay 
, -H -JT- 
it I Ak T #fl Jý nF1 
36. Compared with others in this university or others' holding a 
similar position in other universities, I am satisfied with the pay 
W-- 
-ft)ý 
* 
-T, 
N ýý rF U, t ýý M ýL, 
-R 1j J-9 
9 
_: 
P; 
1 -A 
4 
r1l 
ff 4/r, 
XJ, f)FLI r± n, &AýA-, P. ýRk 
37.1 am satisfied with the fairness of the pay structure in the 
university 
ii rx 4 -ý F-, M T, It WRIB 
38. All in all, I am satisfied with my pay 
39.1 am satisfied with the present promotion system in this 
university 
& Xj )ý * 
-T. 
M' AL ii -gFET ft 
40. The promotion system is fair for all 
Pff if A M)"4Z F9 
-41. It is reasonable to scale it with the length of service and 
research achievement 
U'E f Off bý 3R * 4i 
42. All in all, I am satisfied with my chances for promotion? 
43.1 am satisfied with the teaching hours per week 
FEj-, -jA- --, - FV IPCT, 
44.1 am satisfied with the research workload 
RXI 
-H-!: 11! z- ffl PEI 
45 it's better to allow teachers to choose teaching or research as a 
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preterence 
46.1t's better to balance the quantity and the quality of research 
-t ýýUTI f4 ý)f W11 A -1-j 4T ff I- 
47. All in all, I am satisfied with teaching and research in the 
work? 
SECTION III: np 3ý 
The Effect of Job Satisfaction TfýAs"Rft-U-Mý, MpT, 
The following statements deal with the effect of job satisfaction. Please tick the box 
below indicating how strongly you agree or disagree with each statement. 
SA A U D SD 
48.1 am thinking of finding a job outside the university 
-A --V f, 8-1 L-It A JýI- *Z ýýMA 9"QI Ak 
49.1 am thinking of finding a job in other universities 
-A -t)IE--' L-If A -A A It )ý- *T 11ý 
5 0.1 am thinking of changing a job for the income reason 
L-It Lý T T- IP_ flip, NAT 41ý 
5 1.1 am thinking of changing a job for the stress reason 
R -t T, -MO, L-I Fý T F-R, )j PI AT IT 
5 2.1 am intended to quit the job 
R --V f, 8-1 d r* 9 11 1ý 
53.1 am thinking of an early retirement 
R t)i--I i 
It 
N A-11T ip- 4 
54.1 have the physical problems because of the stress at work 
(Such as insomnia, headache, backache, neck hyperplasia, 
pharyngitis and laryngitis, upset stomach, blood pressure, heart 
disease, etc. ) 
VIIF 
* JM 1, PN A, qý A, r0u, ýC AA F1 A, V4 
55.1 have the psychological problems because of the stress at 
work 
(Such as emotion of anxiety, depression, etc. ) 
T IT FT )J ýfft -R; R * ýR ýý; ) b JT fill WE ( VII Oft M'L" WT 
rf, M, M iý W4, 
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SECTIONIV: 
Other Information A, fftfg, ft 
1. If you were to begin your career again, would you choose to become a teacher? 
[] Yes 
Why? 
T, il I/TN -1 'fM 
A- ff 9/11, \1 k 
4t ý% ? 
11 A0 
[] No 
2. Overall, on a scale of I (low) to 10 (high), how would you rate your satisfaction of 
being a teacher? 
1 
9L., 13ý? , LAW'J*iA, 10 ra 
3. Which statement listed on previous pages do you think gives you the greatest job 
satisfaction? 
4. Which statement listed above do you think causes you the most job dissatisfaction? 
IOU, 4* iA I 
f/TN ik )ý, ± ji P] A, +fa T-1 I'm I n, jp_ ff, ý, ? 
5.1 would be grateful that you could add other aspects which are not listed above. 
:4 PU+ ýýJSI M 
Thank you for completing this questionnaire 
dr In 416, Af fý n, llý ! 
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Appendix 4- Factor Analysis 
Factor Analysis 
In this research, factor analysis aims to reduce data by replacing the large number of 
original variables with smaller number of factors. The job satisfaction part of 
questionnaire has 47 items related to job satisfaction. 38 items are questions to measure 
job satisfaction related factors. 9 items are overall questions to measure the overall 
satisfaction with job related factors. Factor analysis technique can group 38 separate 
statements into fewer categories. 
Regarding sample size question, Hair et al. (2006) stated that the researcher would not 
factor analyze a sample less than 50 observations, and preferably the sample size should 
be 100 or larger. As a general rule, the minimum of observations to variables ratio is 5: 1 
and the more acceptable sample size would have a 10: 1 ratio. In this study, 204 
questionnaires were used for analysis which are five times of 38 variables, which mean 
5: 1 ratio is acceptable for factor analysis. 
In addition, there's a need to specify the unit of analysis. Factor analysis in this study is 
intended to identify the structure of relationship and examine the correlations among a set 
of variables other than respondents, so R-type factor analysis not Q-type is used here. 
With R-type factor analysis, the researcher uses the traditional correlation matrix as input. 
Criteria Used for Selecting Number of Factors 
Principle components analysis, the Eigenvalues and Scree test will be used here to decide 
on the number of factors to extract. According to Hair et al. (2006), components analysis 
is utilized when the objective is to summarize most of the original information in a 
minimum number of factors for prediction purposes. The Eigenvalues criterion is the 
most commonly used technique. With components analysis each variable contributes a 
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value of I to the total eigenvalues, therefore only factors have eigenvalues greater than I 
are considered significant. Table I presented summary information of the results from 
extraction of component analysis and KMO test and Bartlett's tests. From Table I, we can 
see nine factors are extracted from the component analysis and together explain 67,077% 
of variation in the data. The KMO measure of sampling adequacy is . 853 and the 
Bartlett's Test of Sphericity is . 000. Since the KMO test of . 853>. 70 and the significance 
statistic is . 000 which is less than the significant level of 5 percent, it is concluded that the 
data are correlated and are acceptable for factor analysis. 
Table 1: Summary of the results from extraction of component analysis and KMO test and 
Bartlett's tests 
Factor Initial Eigenvalues % of Variance Cumulative % 
1 10.526 27.699 27.699 
2 3.740 9.842 37.540 
3 2.661 7.003 44.544 
4 1.793 4.718 49.262 
5 1.583 4.166 53.428 
6 1.465 3.854 57.282 
7 1.425 3.751 61.033 
8 1.155 3.039 64.072 
9 1.142 3.005 67.077 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy . 853 
Sig. of Bartlett's Test of Sphericity . 000 
Approx. Chi-Square of Bartlett's Test of Sphericity 3714.280 
The Scree test is derived by plotting the latent roots against the number of factors in their 
order of extraction, the cutoff point is evaluated by the change of the shape of the 
resulting curve. As we can see from Figure 1, the cutoff point in Scree Plot is nine which 
suggested nine factors. With the same results in both Scree test and eigenvalues criterion, 
nine factors were selected for analyzing job satisfaction statements. For identifying which 
variables most strongly correlated with each of the nine factors, factor interpretation will 
explain it in detail. 
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Scree Plot 
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FU 
Component Number 
Figure 1: Scree Plot of Factor Analysis 
Factor Interpretation 
To interpret a factor structure and select a final factor solution, three fundamental 
processes need to be taken into consideration-factor rotation, factor loading and 
communality. Each process is briefly described and discussed in detail in the following 
parts. 
Factor Rotation 
'Factor rotation is a process of manipulating or adjusting the factor axes to achieve a 
simpler and pragmatically more meaningful factor solution' (Hair et al., 2006, p. 102). In 
most cases factor rotation can provide information to improve the factor interpretation by 
reducing some of the ambiguities which often go along with the initial unrotated factor 
solutions (Hair et al., 2006). According to Bartholomew et al. (2002), rotation gives us 
alternative ways of describing the same solution rather than providing different solutions. 
It enables us to look at the variation from another angle and simplify the factor structure. 
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19 11 13 15 17 19 21 23 25 27 29 31 33 35 37 
The most commonly used rotation methods are Orthogonal and Oblique. Orthogonal 
rotation is used under the assumption that there are no correlations among underlying 
factors. While Oblique rotation is used when there are some theoretical reasons to believe 
that the factors may be correlated. Varimax and Oblimin are the most widely used 
methods in Orthogonal and Oblique rotations respectively (Gaur and Gaur, 2006). In this 
study, the researcher assumed that the underlying factors are uncorrelated with each other, 
so Varimax rotation technique is used here. 
In Orthogonal rotation, correlation between the factors is ignored, only correlation 
between variables and factors are calculated. Table 2 showed the results of the job 
satisfaction statements using Varimax as the rotation technique and principal component 
analysis as an extraction method. From Table 2, we can see that the original 38 variables 
are replaced by nine factors, so data reduction rate is 76.32 percent (Number of variables 
replaced/Number of original variables). The total variance explained by nine factors is 
76.32 percent which is acceptable. 
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Table 5.2: Rotated Component Matrix 
I Variables Factor Numbers 
- i 2 3 4 5 6 7 8 9 
a sense of pride in beinE a teacher 
. 730 appreciate in society 
. 828 high social status 
. 804 people show me respect 
. 699 qualified for thisjob 
. 838 confident in my ability to work well 
. 820 work gives me personal accomplishment . 642 get satisfaction when students perform well . 474 make more effort to improve myself 
. 464 work shift is highly flexible 
1 . 
523 
teaching content is highly flexible 1 
. 784 teaching method can be highly flexible 
. 624 the bureaucracy in school (formalism) 243 . 359 . 231 
1 
. 384 . 207 . 229 working conditions . 597 the degree of challenge I face . 739 the responsibility I have . 612 
- 
the variety of my work . 735 
the opportunity to utilize my ability . 674 
the opportunities for professional development . 621 
work relationships with colleagues important . 819 
personal relationships with colleagues important . 761 
team spirit among my colleagues . 731 
my colleagues are supportive 777 
harmonious atmosphere leads to efficiency . 525 
united and get along well with each other . 704 
the pay in relation to the amount of work . 790 
the pay in relation to the post . 814 
the pay in relation to the cost of living . 800 
pay compare outside university . 803 
pay compare inside university . 745 
the fairness of the pay structure . 492 . 488 
the present promotion system 1.704 
the fairness of promotion system 1.735 
scale it with duration and research achievement . 629 
teaching hours per week . 617 
research workload . 731 - choose teaching or research as a preference . 655 
balance the quantity and the quality of research . 767 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
Factor Loading 
Another aspect needs to be taken into consideration is factor loading (shown in Table 2) 
because it is the correlation of each variable and the factor. The higher the factor loading, 
the more important the factor underlies that variable. It helps in identifying which 
variables are correlated with the particular factor (Gaur and Gaur, 2006). Hair et al. (2006) 
considered it in two aspects: the practical significance and the statistical significance. 
From the practical significance aspect, they argued that factor loadings in the range of 
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±30 to ±. 40 are considered to meet the minimal level; loadings ±-50 or greater are 
considered practically significant; loadings exceeding ±. 70 are considered indicative of 
well-defined structure and are the goal of any factor analysis. Regarding the statistical 
significance, they argued that factor loadings need to be considered significant for 
different sample size. For example, in the sample of 100 respondents, factor loadings 
of . 55 and above are significant. Factor loadings of . 40 and above are considered 
significant for a sample of 200 respondents. Therefore, factor loadings of . 40 and above 
were chosen to meet both practical and statistical significance in this study. 
Communalities 
Once all the significant loadings have been identified, the researchers also need to 
consider whether the variables meet acceptable levels of explanation (Hair et al., 2006). 
Examining each variable's communality is the most commonly used method. The higher 
the value of communality for a particular variable after extraction, the higher is the 
amount of variance explained by the extracted factors (Gaur and Gaur, 2006). According 
to Hair et al. (2006), all variables with communalities more than . 50 are considered to 
have sufficient explanation. Table 3 showed that no variables with communalities less 
than . 50, which meant all variables meet the acceptable 
levels of explanation. 
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Table 3: Communalities 
I nitial Extraction 
- a sense of pride in being a teacher 1 - . 
000 
. 
637 
appreciated in society 1 . 000 . 751 high social status 1 
. 
000 
. 742 people show me respect 1 
. 
000 
. 
619 
qualified for this job 1,000 
. 
845 
contident in my ability to work well 1.000 . 
813 
work gives me personal accomplishment 1.000 
. 668 
get satisfaction when students perform well 1.000 . 
586 
make more effort to improve myself 1.000 . 
669 
work shift is highly flexible 1.000 
. 577 
teaching content is highly flexible 1.000 . 749 
teaching method can be highly flexible 1,000 . 598 
the bureaucracy in school (formalism) 1.000 . 524 
working conditions 1,000 . 589 
the degree of challenge I face 1.000 . 702 
the responsibility I have 1,000 . 
682 
the variety of my work 1.000 . 643 
the opportunity to utilize my ability 1,000 . 
617 
the opportunities for professional development 1.000 . 
624 
work relationships with colleagues important 1.000 . 732 
personal relationships with colleagues important 1.000 . 
651 
team spirit among my colleagues 1.000 . 711 
my colleagues are supportive 1,000 . 711 
harmonious atmosphere leads to efficiency 1.000 . 564 
united and get along well with each other 1.000 . 
680 
the pay in relation to the amount of work 1.000 . 772 
the pay in relation to the post 1.000 . 764 
the pay in relation to the cost of living 1.000 . 747 
pay compare outside university 1.000 . 745 
pay compare inside university 1.000 . 676 
the fairness of the pay structure 1.000 . 
614 
the present Promotion system 1.000 . 
726 
the fairness of promotion system 1.000 . 737 
scale it with duration and research achievement 1.000 . 596 
teaching hours per week 1.000 . 550 
research workload 1.000 . 
681 
choose teaching or research as a preference 1.000 - - . 
517 
balance the quantity and the quality of research _ 
IF 000 1.678 
Extraction Method: Principal Component Analysis 
Factor Structure 
Once all the factor loadings have been identified in the rotated matrix and the 
communalities examined above, the researcher found that 'the 
bureaucracy in school 
(formalism)' variable had no significant loadings on any factors, and variable 'the 
fairness 
of the pay structure, had a cross-loading both on factor one and 
four. To solve these 
problems, Hair et al. (2006, p. 13 1) suggested some remedies: 
Ignore those problematic variables 
Evaluate each of these variable for possible deletion 
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Employ an alternative rotation method 
Decrease/increase the number of factors retained 
Modify the type of factor model used 
'No matter which of these options are chosen by the researcher, the ultimate objective 
should always be to obtain a factor structure with both empirical and conceptual support' 
(Hair et al., 2006, p. 13 1). Considering the above suggestions, the researcher decided to 
ignore the variable 'the bureaucracy in school (forinalism)' for no significant loading, and 
keep the variable 'the fairness of the pay structure' in the higher loading factor. 
With the above factor solution, the researcher assigned some meaning to the pattern of 
factor loadings. Variables with higher loadings are considered more important and have 
greater influence on the selected factors. Therefore, the researcher examined the 
significant variables for the particular factor and labeled each factor based on its 
appropriateness for representing the related variables. The results are presented in the 
following table. 
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Table 4: Factor interDretation 
Factor 1: 1 am satisfied with the pay in relation to the amount of work I do Satisfied with pay I am satisfied with the pay in relation to the post I hold I am satisfied with the pay in relation to the cost of living in Dalian Compared with others with similar quali/ications who work outside the 
university sector, I am satisfied with the pay 
Compared with others in this university or others'holding a similar position 
in other universities, I am satisfied with the pay 
I am satisfied with the fairness of the pay structure in the university Factor 2: 1 have a sense ofpride in being a teacher Satisfied with self-esteem As a teacher I am appreciated in society 
As a teacher I have high social status 
People show me respect 
My work gives me a sense ofpersonal accomplishment Factor 3: 1 am satisfied with my working conditions Satisfied with work itself I am satisfied with the degree of challenge Ijace in my work 
I am satisfied with the responsibility I have in doing the work 
I am satisfied with the variety of my work 
I am satisfied with the opportunity to utilize my ability in my work 
I am satisfied with the opportunities for professional development 
Factor 4: 1 am satisfied with the present promotion system in this university 
Satisfied with promotion The promotion system isfairfor all 
It is reasonable to scale it with the length of service and research 
achievement 
Factor 5: 1 believe work relationships with colleagues i. s very important 
Satisfied with work group I believe personal relationships with colleagues is very important 
I am satisfied with the team spirit among my colleagues 
My colleagues are supportive 
A harmonious atmosphere among colleagues leads to efficiency at work 
We are united and get along well with each other 
Factor 6: My work shift is highlyflexible 
Satisfied with flexibility and The teaching content is highlyflexible 
autonomy The way in which I teach can be highlyflexible 
_ Factor 7: 1 believe I am qualiftedfor thisjob 
Satisfied with self-efficacy I amfully confident in my ability to work well 
_ Factor 8: 1 get a sense of satisfaction when students perform well. 
Satisfied with self-actualization I would like to make more effort to improve myself 
_ Factor 9: 1 am satisfied with the teaching hours per week 
Satisfied with teaching and I am satisfied with the research workload 
research It ý better to allow teachers to choose teaching or research as a preference 
It ý better to balance the quantity and the quality of research 
Reliability Analysis 
Table 5 presented cronbach's alpha coefficients for each factor extracted by factor 
analysis, and for all the variables loaded to a factor. The higher the score implied the more 
reliability in the measurement scale. Nunnally (1978) suggested that a reliability score 
of . 80 is 
desirable. However, in exploratory work, . 
60 is often reasonable. From Table 5, 
we can see that all the reliability coefficients are over . 60, which means that they are 
acceptable. The results indicated that the measurement scales are reliable, and provided 
support for the statistical analysis. 
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Table 5: The results of the reliability test 
Factors Cronbach's Alpha 
Factor 1 . 9267 
Factor 21 . 8834 
Factor 3 . 8677 
Factor 4 . 8791 
Factor 5 . 8231 
Factor 6 . 7523 
Factor 7 . 7682 
Factor 8 . 6392 
Factor 9 . 7074 
All variables loaded to a factor . 9259 
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Appendix 5- Responses in Relation to Self-esteem 
Perspectives on self-esteem 
Responses with T8: (Do you feel that your work supports a sense of self-esteem and the work you do is 
negative attitude appreciated in society? ) "I did not feel like that. " 
Responses with T2: (Do you feel that your work supports a sense of self-esteem? ) "I am fairly satisfied, but I 
neutral attitudes don't think there is a strong sense of proud to be a university teacher. In my opinion, the 
income is not in proportion to the work we done, " (How about the social status? ) "It depends 
on the standard by which we use to judge it. Maybe someone may think that we have a high 
social status, but most of us don't think so, including me. It's just A. " 
T4: (Do you think your job is appreciated in society? ) "It's ok, and actually, better than 
previous time. In recent years, the social statuses of university teachers have improved a lot. " 
"I don't feel too much sense of self-esteem, just ok. I think my teaching area has a strong link 
with social activities, so I always have the chance to contact with people in government or 
business circle, the work I do is appreciated in society. If I only do teaching and research work 
at school, the appreciation may not be so high. In addition, I always work on some 
cooperative projects with the people in government; my ability is recognized by them. " 
Reponses with T I: (Do you feel that your work supports a sense of self-esteem? ) "Yes, I think so; it's quite 
positive attitudes different from several years ago. Only in recent years, I could feel this kind of self-esteem. " 
T3: "Urn, I can feel that university teachers are appreciated in society. When I said I am a 
university teacher, they show me a kind of respect. " "This work wins high social recognition, " 
"University teachers are appreciated and respected in the society, in fact it's difficult to find a 
good job like this. " 
T5: "I do feel that university teacher has a higher social status and it brings me a sense of 
self-esteem, I am fully confident in my professional moral. Although the social moral is 
weakened in the society nowadays, I still keep the sense, Anyway, I am still proud of being a 
teacher. " 
T6: "I can enjoy a sense of self-esteem, for I like teaching very much. " "It is just Ok to work 
as a teacher in China now. The social status and income is on a fairly decent level. " 
T7: "I haven't got a sense of self-esteem for myself, but I can feel a sense of proud when 
talking about my students. " "When I attend some conferences, I don't think I am appreciated, 
but teachers are really respected. It's much better than the elder generation. The social status 
of university teacher turns better with the passage of time. " 
T9: "I feel good in recent years. Nowadays, our country has paid more attention to teachers 
and education. Whether there is a sense of self-esteem or not depends on one's own ability 
and other people's view. You love your students from the bottom of your heart, as a trade back 
your students will respect you in return. I think I am recognized in the society and I can feel a 
sense of self-esteem. " 
T 10: "It's not bad (self-esteem). I think we are recognized. "I can feel it, it is appreciated in 
society. " 
TI 1: "Working as a teacher involves flexibility, stability, and high social position, which quite 
suit me. "(Do you feel that your work supports a sense of self-esteem? ) "Of course, especially 
when I was respected by my students and when they told me they had made improvement in 
my class. " 
T12: "I believe thejob I do is appreciated in society. When I revisited my former school, my 
colleagues took me as a university professor respectfully. " 
T 13: "1 can feel a sense of self-esteem, University teachers are respected in society. " 
T 14: "The longer I worked, the higher position I got, and the stronger sense of self-esteem I 
perceived. With the passage of time, this kind of feeling impressed on my mind even 
deeper. " 
"The main satisfiers are ... a sense of self-esteem 
from the work itself... 
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Appendix 6- Percentage of All Job Satisfaction Factors 
Table: Percentage of all job satisfaction factors 
Satisfied Undecid 
ed 
Dissatisf 
ied 
1.1 have a sense of pride in being a teacher 89.7 8.3 2.0 
2, As a teacher I am appreciated in society 74.0 22.1 3.9 
3. As a teacher I have high social status 583 32.4 9.4 
4. People show me respect 80.2 16.8 3.0 
9. My work gives me a sense of personal accomplishment 66.7 28.9 4.4 
5. All in all, I am satisfied with my level of self-esteem in my job 75.6 17.4 7.0 
6.1 believe I am qualified for this job 93.1 6.4 0.5 
7.1 am fully confident in my ability to work well 98.0 2.0 0.0 
8. All in all, I am satisfied with my self-efficacy in the work 83.7 14.4 2.0 
10.1 get a sense of satisfaction when students perform well. 93.6 4.4 2.0 
11.1 would like to make more effort to improve myself 98.5 1.5 0.0 
12. All in all, I am satisfied with my self-actualization in the work 75.0 22.5 2.5 
13. My work shift is highly flexible 59.8 20.6 19.6 
14. The teaching content is highly flexible 51.5 32.2 16.4 
15. The way in which I teach can be highly flexible 60.2 26.9 13.0 
17. All in all, I am satisfied with flexibility and autonomy in my work 58.4 29.2 12.4 
18.1 am satisfied with my working conditions 53.5 28.7 17.9 
19A am satisfied with the degree of challenge I face in my work 63.7 28.9 7.4 
20.1 am satisfied with the responsibility I have in doing the work 72.9 20.2 6.9 
2 1.1 am satisfied with the variety of my work 53.9 29.9 16.2 
22.1 am satisfied with the opportunity to utilize my ability in my work 62.7 27.5 9.8 
23.1 am satisfied with the opportunities for professional development 47.5 34.8 17.7 
24. All in all, I am satisfied with my work 75.0 17.6 7.4 
25.1 believe work relationships with colleagues is very important 93.6 5.4 1.0 
26.1 believe personal relationships with colleagues is very important 83.7 13.3 3.0 
27.1 am satisfied with the team spirit among my colleagues 73.9 19.7 6.4 
28, My colleagues are supportive 76.0 18.6 5A 
29. A harmonious atmosphere among colleagues leads to efficiency at work 95.1 3A 1.5 
30. We are united and get along well with each other 80.9 14.7 4.4 
31. All in all, I am satisfied with my work group 78.3 15.3 6.4 
32.1 am satisfied with the pay in relation to the amount of work I do 26.5 36.8 36.7 
33.1 am satisfied with the pay in relation to the post I hold 31.9 33.3 34.8 
34.1 am satisfied with the pay in relation to the cost of living in this city 15.2 29.9 54.9 
35. Compared with others with similar qualifications who work outside the 
university sector, I am satisfied with the pay 
21.2 27.1 51.4 
_ 36, Compared with others in this university or others' holding a similar 
position in other universities, I am satisfied with the pay 
25.2 36.6 38.1 
37.1 am satisfied with the fairness of the pay structure in the university 
25.5 36.3 38.3 
38. All in all, I am satisfied with my pay 
26.0 33.3 40.7 
39.1 am satisfied with the present promotion system in this university.. 
25.0 37.3 37.7 
40, The promotion system is fair for all 
17.9 43.3 38.8 
41. It is reasonable to scale it with the length of service and research 
achievement 
42. All in all, I am satisfied with my chances for promotion 
43.1 am satisfied with the teaching hours per week 
44.1 am satisfied with the research workload 
45 It's better to allow teachers to choose teaching or rese rch as a preference 
46. It's better to balance the quantity and the quality of research 
Aý An caticiripa with teachine and research 
in the work. 
41.2 
28.1 
53.0 
42.8 
72.4 
77. 
57.4 
31.9 
39.4 
26.2 
30.8 
20.2 
18.4 
27.0 
27.0 
32.5 
20.8 
26.4 
7.4 
4.5 
15.7 
6ty-All III ags, a .... .. 
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Appendix 7- Job Satisfaction and Dissatisfaction Division 
Table: Job satisfaction and dissatisfaction division 
Satisfied Factors Dissatisfied Factors 
Satisfied with 1.1 have a sense of pride in being a teacher 
self-esteem 2. As a teacher I am appreciated in society 
3. As a teacher I have high social status 
4. People show me respect 
9. My work gives me a sense of personal 
accomplishment 
Satisfied with 6.1 believe I am qualified for this job 
self-efficacy 7.1 am fully confident in my ability to work well 
Satisfied with 10.1 get a sense of satisfaction when students 
self-acualization perform well. 
11.1 would like to make more effort to improve 
myself 
Satisfied with 13. My work shift is highly flexible 
flexibility and 14. The teaching content is highly flexible 
autonomy 15. The way in which I teach can be highly 
flexible 
Satisfied with 18.1 am satisfied with my working conditions 
work itself 19.1 am satisfied with the degree of challenge I 
face in my work 
20.1 am satisfied with the responsibility I have in 
doing the work 
2 1.1 am satisfied with the variety of my work 
22.1 am satisfied with the opportunity to utilize 
my ability in my work 
23,1 am satisfied with the opportunities for 
professional development 
Satisfied with 25.1 believe work relationships with colleagues 
work group is very important 
26.1 believe personal relationships with 
colleagues is very important 
27.1 am satisfied with the team spirit among my 
colleagues 
28. My colleagues are supportive 
29. A harmonious atmosphere among colleagues 
leads to efficiency at work 
30. We are united and get along well with each 
other 
Satisfied with pay 32.1 am satisfied with the pay in relation to the 
amount of work I do 
33.1 am satisfied with the pay in relation to the post 
I hold 
34.1 am satisfied with the pay in relation to the cost 
of living in this city 
35. Compared with others with similar 
qualifications who work outside the university 
sector, I am satisfied with the pay 
36. Compared with others in this university or 
others' holding a similar position in other 
universities, I am satisfied with the pay 
37.1 am satisfied with the fairness of the pay 
structure in the university 
Satisfied with 4 1. It is reasonable to scale it with the 
length of 39.1 am satisfied with the present promotion 
promotion service and research achievement system 
in this university 
40. The pr motion system is fair for all 
Satisfied with 43.1 am satisfied with the teaching 
hours per 
teaching and week 
1 am satisfied with the research workload 44 research , 45 It's better to allow teachers to choose teaching 
or research as a preference 
46.1t's better to balance the quantity and the 
quality of research 
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